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PROLOGUE 
A Blind Spot in the Crystal Ball 
Whenever people say, 'I wonder what life will be like thirty 
years from now, ' or whenever some journalistic visionary 
draws a portrait of life in 1990, it is always the material 
conditions of mankind that intrigue them. 
We listen to speculations about our buildings, our highways, 
our merchandising, our scientific and technological change. 
The portraits are attractive, if not a little frightening— 
but none of them considers the most important thing. 
Nobody asks, 'What will people be like thirty years from now? 
Or 'How will we behave with one another and toward one an­
other in 1990?' We fail to ask this because most of us be­
lieve (mistakenly) that human conduct remains substantially 
the same, that 'human nature doesn't change.' 
It seems plain to me that the essential question we must ask 
about the future is : 'What sort of people is this society 
bound to produce?' 
As our society becomes more urbanized, more mechanized, more 
militarized, more specialized, there can be no doubt that 
what is called the ethos of the American people will change 
along with our ways of physical living. Certain traits will 
be encouraged, and other repressed; certain kinds of knowl­
edge will be highly rewarded, and others will be ignored or 
even frowned upon. 
And this is why most speculation about the future strikes me 
as trivial and marginal. At the root of all our problems is 
always the human personality; and this is the last field of 
inquiry we seem interested in. Or, at the most, we want to 
'adjust' the personality to fit the technical and social 
changes, rather than shape the culture to fit what we think 
a full human being ought to be. 
We don't even think in terms of a full human being, as the 
old Greek philosophers understood it. We think of 'economic 
man', and 'psychological man' and 'man the citizen' and 'man 
the maker.' Our pragmatic society is concerned with func­
tions not with goals, with 'Will it work?,' not with 'Is it 
worth the human effort?' 
What kind of children are we turning out? What attitudes 
and ideals and sentiments are we encouraging and discourag­
ing? These are the proper questions for the future, and 
not space travel or electronic kitchens (38, pp. 2-4). 
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INTRODUCTION 
The Cooperative Extension service in Agriculture and 
Home Economics, in total the largest informal education 
organization in the nation, had its formal beginning in Iowa 
in 1903. The Smith-Lever Act provided that the citizens of 
the nation put technical research knowledge to use in a 
practical manner and that they be guided by field staff mem­
bers of the Extension Service. As stated in the County 
Agricultural Extension Law, passed by the 59th General As­
sembly of Iowa, the general objective of the Extension Ser­
vice is to "...aid in disseminating among the people of Iowa 
useful and practical information on subjects relating to 
agriculture, home economics and rural community life, and 
to encourage the application of the same..." (48, p. 123). 
This objective includes a concern for the family and 
the difficult process of creating a comfortable and satis­
fying home environment. The following general objectives 
for the Cooperative Extension Service emphasize the impor­
tance of the individual and the family as recipients of 
Extensions's^ interpretation and dissemination: 
1. That people shall realize their productivity 
potential in view of their abilities and 
goals and the limitations imposed upon them 
by personal, social and economic factors. 
The terms Cooperative Extension Service, Extension 
Service and Extension will be used interchangeably in this 
document. 
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2. That people achieve full personality develop­
ment in their individual and family life 
and reach their personal and family goals. 
3. That people achieve a high degree of physi­
cal well-being. 
4. That people achieve a high degree of cul­
tural appreciation. 
5. That people achieve a wise use of their re­
sources as family members and consumers. 
6. That people develop their community so that 
it adds to their satisfaction, enriches 
their family and group life and the life 
of the individuals. 
7. That people achieve a responsible role as 
citizens in society (44) . 
Changes in the economic and social conditions of Iowa 
since the inception of the Extension Service have engendered 
organizational and structural changes. Most notable has 
been the shift to multi-county areas with resultant staff 
assignments including the responsibility for a subject mat­
ter area in a geographic area of more than one county. 
Three positions of specialization (A, B, and C) have been 
created as field staff positions (45). 
In terms of the position's role in program leadership. 
Position A is responsible for administration and organiza­
tional maintenance of the Extension District (County) and 
gives leadership in program organization, except Project 
VI (4-H and Youth). Position B is responsible for program 
leadership in Project III (agricultural production, 
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management and natural resource develojanent) , or IV (mar­
keting and utilization of agricultural products), or V 
(home economics), or VII (community and public affairs) or 
subdivisions of these. Position C is responsible for pro­
gram development of Project VI (4-H and Youth). 
Of these positions, this research project will concern 
itself with one of the major responsibilities of Position B 
in Project V (home economics), the description of which fol­
lows: 
A. Provide program leadership for assigned sub­
ject matter disciplines. 
1. Develop an effective long-range program 
for the geographic area assigned and based 
on needs which have been given priority. 
a. Study the situation, identify problems, 
needs and program opportunities based 
on local, state and national informa­
tion, trends and observations. 
b. Involve other Extension staff members, 
other professionals and leaders includ­
ing Extension Committees in program 
development. 
c. Develop a plan of work wherein the 
educational program objectives are 
articulated, the plan of action is 
delineated and the evaluation system 
is specified. 
d. Implement the plan of work through 
teaching, preparation of materials, 
utilization of mass media and as­
sistance in developing audiences and 
organizing for education. 
e. Evaluate the program in relation to 
stated program objectives (47). 
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Not only have there been changes within the structure 
and organization of agencies employing home economists, such 
as the Cooperative Extension Service, but shifts in national 
Extension program concerns "reveal broad recognition of need 
for human development and recognition of the interrelation­
ships and interdependency of economic, human and social de­
velopment" (40, p. 4). 
This recognition on the part of concerned program 
planners has precipitated from a growing awareness among 
some home economists that "the family" which has long been 
exemplified as Extension's focus, is changing. There are 
apparent changes in roles of family members, the priority 
ordering of values held by family members, family functions 
and family forms. As families change in adapting to new 
and different conditions, so must there be revisions in 
education and service to families through home economics. 
It has been of increasing concern that in addition to the 
competence and contribution already available through the 
Extension home economics program, additional strength is 
needed in the social and behavioral sciences (103). 
Urged most recently by the McGrath report (68), the 
field of home economics and those trained and employed in 
that field are proceeding through a process of self-
examination in an effort to create dynamic and ever-
changing curricula and informal educational programs that 
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can meet the needs of a demanding and changing society. 
One contention of this study is that an increased use 
of social science concepts by staff members of the Coopera­
tive Extension Service will begin to create people-oriented 
informal educational programs. For as Hurd describes the 
Cooperative Extension Service, "when it emphasizes things, 
[it] is vocational; when it re-orients its thinking to people, 
it is approaching professionalism" (42, p. 131). This study 
is concerned with identifying the extent to which the Ex­
tension Home Economists in Iowa are using selected concepts 
from the social sciences, are personally people-oriented 
and whether these forces are related to patterns of program 
development and implementation judged to be most relevant to 
individual and family needs-
Several times within this document the author will refer 
to an earlier project related to the study presented here; 
an initial study submitted as an unpublished master's thesis 
by the same author. Although the present study contains 
some of the same theoretical assumptions, measurement methods 
and respondent data as the earlier report, the present study 
reported herein differs in objectives, hypotheses generated 
as well as measurement and statistical procedures. These 
differences are based on the several recommendations for 
further research which were identified in that document, 
most particularly the introduction of a measure of the kind. 
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significance or impact of the output of the home economist 
as a variable against which social and behavioral character­
istics of the home economist can be compared. Tnus addi­
tional measures are introduced in the present study con­
gruent to changes in research objectives and the consequent 
generation of hypotheses. 
Thus, the objective of this research is an attempt to 
deal with the ways in which the agent's attitude, needs, re­
actions to each other—in other words their most character­
istically human attributes— affect what they can and do 
accomplish in their work. As will be explicated in the fol­
lowing chapter, the total of the agent's human attributes 
are conceived to be a product of two developmental sets. 
One set focuses on the socialization of the person, what 
will be called the personhood set. The other will focus on 
the acquisition of the skills and abilities which the em­
ploying agency uses as criteria or qualifications for the 
job of a change agent, in short, the professional develop­
ment set. The arena in which the agent performs his work 
and the manner in which he performs it will be elaborated as 
performance sets. 
Based on the context described above, the specific ob­
jectives of the research are to: 
a. Determine the relationship between the personhood 
development variables and the program performance 
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of extension home economists. 
b. Determine the relationship between the professional 
developnent variables and the program performance of 
extension home economists. 
A review of past research is not included as a separate 
section of this thesis: appropriate research studies are in­
cluded in the theoretical discussion which follows in the 
next chapter. In summary, the format which this thesis will 
follow is (a) to develop a theoretical framework out of which 
a research design can evolve, (b) to generate hypotheses, (c) 
to submit the hypotheses to analysis, and (d) to summarize 
the findings. 
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THEORETICAL FRAMEWORK 
In this chapter a theoretical orientation will be de­
veloped from the relevant empirical research, concepts and 
generalizations of various disciplines. This framework 
will form the basis for the generation of hypotheses which 
will be presented in the next chapter. This research cen­
ters on the individuals who are Extension Home Economists 
employed by the Cooperative Extension Service in Iowa. 
The theoretical framework presented has two distinct 
parts whichf as will be noted, relate to the independent 
and dependent variables. These two divisions will be re­
ferred to as sets: the development sets and the performance 
sets. The development sets are those theoretical categories 
of relationships or associations which contribute to the 
process of individual development and have been designated 
as personhood development and professional development. 
The performance sets include the two large sectors in 
which the individuals studied are expected to perform: the 
agency set and the community set. 
A schematic arrangement of these four sets and the ele­
ments contained in each are presented in Figures 1 and 2. 
As will be noted later, any heuristic device, such as the 
model presented, is at least partially arbitrary. Thus 
some elements positioned in one set of the model may well 
have aspects which are also relevant in one of the other sets. 
r o fess lona l  o rgan i za t i ons  
deg ree  wo rk  
t r a i n i ng  
o f  home  economics  
S  PC 1  e^ t y  
Commun i  t y  
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Figure 1. Development sets 
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Developnent Sets 
The personhood. development set 
The use of the term personhood, not common in the lit­
erature, requires some explanation. The obvious alternative 
would be to call the phenomenon of interest to this study 
by the more common term: personality. Personality can in­
clude the meaning cited here of personhood, but it also has 
a wide variety of meanings in common speech as well as in 
the fields of theology, biology, psychology, and sociology. 
The emphasis in this study is on the newest branch of psy­
chology; that of the Third Force which identifies its focus 
as humanistic psychology. Introduced as a new school of 
thought in psychology and psychiatry, humanistic psychology 
is the understanding of behavior through the study of ex­
ceptionally healthy, mature people. Developed as a compre­
hensive theory of human behavior, it includes the "internal 
or intrinsic determinants of behavior as well as extrinsic 
or external and environmental determinants....An objective 
study of human behavior was not enough; for complete under­
standing the subjective must be considered as well. We 
must consider peoples' feelings, desires, hopes, aspirations 
in order to understand their behavior" (35, p. 19-20). 
Based on this emphasis, the theoretical discussion in 
this section will center on those factors which have an 
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influence to a greater or lesser degree on the kind of in­
dividual one becomes. The personhood development set is 
concerned primarily with those aspects of the affective 
environment in which an individual participates from birth 
to the age of majority. It is an effort to formulate a 
clustering of emphases in an individual's personal develop­
ment which will produce his most human characteristics—his 
attitudes, values and feelings about himself and, thus, 
about others. 
The individual, the person, the self When one 
speaks of the development of the "individual", or the develop­
ment of the "person", or the development of the "self", ques­
tions arise about the kinds of processes which are involved. 
As Moustakas (79) has said, it is much easier to feel 
the self than to define the self. 
The theoretical discussion of the nature of the behavior 
of an individual, a person, or a self will rely on the frame 
of reference which has been called "phenomenological", "per­
ceptual" or "interactional" approach. These approaches as­
sume that one looks at human beings not only through the 
eyes of an outsider, but also in terms of how things look 
from the point of view of the individual himself. It is a 
way of seeking to understand the internal life of the indi­
vidual: his wants, feelings, desires, attitudes, values 
and the unique way of seeing and understanding what causes 
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him to behave as he does. There are four basic principles 
in this framework for looking at human behavior; they are: 
a. Behaving and learning are products of 
perceiving. 
b. Behavior exists in and can, therefore, 
be dealt with in the present. 
c. All people everywhere have a basic drive 
toward health and actualization. 
d. Much of a person's behavior is the re­
sult of his conception of himself (5, p. 67). 
The discussion will reiterate several times the impor­
tance of the fourth principle: what we believe is important 
determines our every behavior and shows in spite of our­
selves (23) . 
According to the theory of Allport (4) the fully human 
individual "emerging" from his personhood developmental set 
would be one described by the following: 
a. Ego-extension—the capacity to take an 
interest in more than one's body and one's 
material possessions. 
b. Self-objectification, which includes the 
ability to relate the feeling tone of the 
present experience to that of a past ex­
perience. 
c. Unifying philosophy of life, which may or 
may not be religious, but in any event has 
to be a frame of meaning and responsibility 
into which life's major activities fit. 
d. The capacity for a warm, profound relating 
of one's self to ochers. 
e. The possession of realistic skills, abil­
ities, and perceptions with which to cope 
with the practical problems of life. 
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f. A compassionate regard for all living crea­
tures, which include respect for individual 
persons and a disposition to participate in 
common activities that will improve the hu­
man lot (4, p. 162). 
For additional understanding of the individual and the 
relationship of the individual and his development to moti­
vational and perceptual processes, the discussion which fol­
lows centers on two additional approaches : those of an in­
dividual's needs and of his perceptions. Sections of the 
following material have been taken from the earlier work by 
the author (72). 
The need approach The need approach to human de­
velopment is discussed by various theorists, and the follow­
ing description is based on the work of Abraham H. Maslow 
(64) who has organized fundamental needs of human beings 
into a kind of classification system as follows : 
a. Physiological needs, such as hunger, thirst, 
activity, and rest. 
b. Safety needs, security, and release from an­
xiety aroused by threats of various kinds. 
c. Love needs, including love, affection, ac­
ceptance, and a feeling of belonging in 
one's relationships with parents, friends, 
and other social groups. 
d. Esteem needs, including both self-esteem 
from mastery and confidence in one's worth, 
adequacy, and capacities, and esteem from 
social approval. 
e. Need for self-actualization through creative 
self-expression in personal and social 
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achievements; curiosity, and to understand 
one's world (32, pp. 18-19). 
This ranking of needs is based on the notion that when 
a basic need is filled, other (and higher) needs emerge and 
these dominate the organism. And when these are, in turn, 
filled, new needs emerge, and so on. Maslow (55) has pro­
posed that the basic human needs are organized into a 
hierarchy. He has written that the essential motivating 
force of human action is that of self-actualization. This 
he describes as using one's potential for action of all 
kinds, freely, creatively, with great personal satisfaction. 
The concept of self-actualization, however, includes the 
assumption that the satisfaction of essential needs at each 
preceding hierarchical level releases the individual to focus 
his energies on higher levels. As long as a need at the 
particular level remains unsatisfied, the individual will 
remain at that level (54). 
Relationship of self-actualization to motivation 
There has been emphasis recently among industrial and organi­
zational supervisors to begin to put into their personnel 
appraisal program a concern for motivation-maintenance 
theory. This theoretical framework is accorded several 
different titles: Schleh (95) and McConkey (67) describe 
it as "management by results"; others speak of it as "man­
agement by objectives." Gellerman (33) entitles it as 
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"management by motivation." By whatever the process is 
titled/ the concept is the same: the appraisal of per­
formance rests on the accomplishment of objectives. This 
system differs from earlier rating systems which focused 
either on traits (personality, cooperation, leadership, 
alertness) or skills (caranunication, ability to organize). 
Permeating the "management by objectives" training ses­
sions is a concept of authority which differs from the 
Weberian concept of authority by legitimacy of position. 
McGregor (69) describes the elements of this concept as: 
a) the requirements of the job are set by the situation; 
a collaborative process where supervisor and subordinate 
develop ground rules for work and productivity; b) the 
interdependence between subordinate and superior is recog­
nized; c) the belief that subordinates are capable of self 
control—internalization and exercises of standards of per­
formance are congruent with the organizational objectives 
without reliance on controls from exogenous sources. 
In a discussion of the motivational factors surrounding 
work, Clegg (20) succinctly defines this new emphasis as a 
different "working climate" than that of the Hawthorne 
studies : 
In this approach primary concern is focused on 
the growth and development of the individual 
through his need for self-actualization, rather 
than on conditions surrounding his work (20, 
p. 148). 
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There is, then, at the center of these management systems, 
some notion about the individual and the fulfillment of his 
potential. The point of view^ of human potential is most 
frequently associated with such theorists as Maslow (64), 
Rogers (90), Combs and Snygg (24), and Allport (2). Cofer 
and Appley (22) have presented a recent and contemporary 
listing of theorists whom they perceive as emphasizing self-
actualization or some kindred concept. 
For these theorists, motivation is at the very heart 
of human behavior. Rogers (90) sees the properly motivated 
person as striving toward enhancement of himself in the 
direction of what he refers to as the "fully functioning 
person". Combs and Snygg (24) stress that the ideally 
motivated person is one who is striving to enhance his 
"phenomenal" (or self-perceived) self. Allport (2) talks 
about "creative becoming". 
Maslow (54) presents a hierarchy of needs the ultimate 
of which is self-actualization as discussed earlier in this 
chapter. He conceived of the lower-order needs in his 
hierarchy as shared by all men, and suggests that the be­
havior of individuals who act only in response to needs at 
this level should be, at least to some degree, predictable. 
^The author's debt to Cofer and Appley (22, Chapter 13) 
and Clark (18) in this section is acknowledged. 
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Table 1. List of recent theorists classified as esnphasiz-
ing self-actualization and the term each uses 
(22, p. 666) 
Theorists Term 
Kurt Goldstein (36) Self-actualization 
Erich Frcxnm (30) The productive orientation 
PrèsCOtt Lecky (58) The unified personality; 
self-consistency 
Donald Snygg and The preservation and enhance­
Arthur Combs (100) ment of the phenomenal self 
Karen Horney (41) The real self and its reali­
zation 
David Riesman (89) The autonomous person 
Carl Rogers (91) Actualization, maintenance. 
and enhancement of the ex­
periencing organism 
Rollo May (66) Existential being 
Abraham Mas low (64) Self-actualization 
Gordon W. Allport (2) Creative becoming 
He calls these the "deficit needs" and includes among them 
food, the need for physiological safety, the need for ap­
proval, and the need for self-esteem. The self-actualizing 
person, on the other hand, has had these needs largely sat­
isfied and is, thus, freed to strive toward becoming "what 
he is potentially" (18, p. 19). 
The notion of motivation being based on needs is 
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reiterated by Strother: 
...Motivation is based on needs, but indeed 
need and satisfaction are opposites. If a 
man is satisfied, he no longer has a need; 
if he needs he is not satisfied (102, p. 80) . 
McGregor (70) has also amplified on the theory of hier­
archical needs to say that a satisfied need is not a motiva­
tor of behavior. When a man's physiological needs are satis­
fied, he is no longer fearful for his physical welfare, and 
his social needs become important motivators of his behavior. 
The social needs are identified as: belonging, association., 
acceptance by his fellows, giving and receiving friendship 
and love. 
Above the social needs, in the sense that they do not 
become motivators until lower needs are reasonably satisfied, 
are the needs of greatest significance to an employer and to 
man himself, according to McGregor. These are the egoistic 
needs and are of two kinds : 
a. Those needs that relate to one's self-
esteem; needs for self-confidence, for 
independence, for achievement, for compe­
tence, for knowledge. 
b. Those needs that relate to one's reputa­
tion; needs for status, for recognition, 
for appreciation, for deserved respect of 
one's fellows (70, p. 425). 
McGregor also reiterates Maslow's proposition that these 
ego needs do not appear in any significant way until physio­
logical, safety and social needs are all reasonably satisfied. 
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Conditions for self-actualization Professionals 
like all others respond to expressions of confidence, to the 
challenge of the job, and to dynamic leadership. It has been 
stated in the literature regarding job satisfaction that much 
of the satisfaction found comes from doing work that is rec­
ognized as well done (29). 
The satisfaction from doing work that is worthwhile 
comes relatively close to what Maslow has outlined as the 
characteristics of a self-actualized person. That is, one 
who is self-actualized would show what is the best as well 
as the possible that human nature offers in such areas as 
perception, cognition, creativity, self-realization, and 
interpersonal relationships. Maslow has identified the 
following list of characteristics of the self-actualized 
person; 
a. More efficient perception of reality and 
more comfortable relations with it. This 
means that self-actualized people readily 
detect falseness in other people...they 
live closer to reality...they also tolerate 
uncertainty and ambiguity more easily than 
do others. 
b. Acceptance of self and others. These people 
have relatively little guilt, shame or an­
xiety; that is, they accept themselves and 
their various characteristics and are not 
defensive. 
c. Spontaneity. They are especially spontaneous 
in their thoughts and other covert tendencies 
and are so, also, in their behavior. 
d. Problem centering. They are not ego-centered 
but rather oriented to problems outside 
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thons elves, important problems to which they 
are devoted in the sense of a mission in life. 
e. Detachment: the need for privacy. They do 
not mind solitude and even seek it; their ob­
jectivity is an expression of their detachment. 
f. Autonomy: independence of culture and environ­
ment. They have relative independence of their 
environments, as prior characteristics would 
suggest. 
g. Greater freshness of appreciation, and richness 
of emotional reaction. 
h. Higher frequency of peak experiences. 
i. Increased identification with the human spe­
cies. This is a feeling of identification, 
sympathy and affection for mankind. 
j. Interpersonal relations. These are very deep 
and profound and present usually with only a 
few rather than with many individuals. 
k. Democratic character structure. They respect 
people and can learn from and relate to them, 
irrespective of birth, race, blood, family. 
1. Discrimination between means and ends. The 
self-actualized discriminate ends or what they 
are striving for from the means for accomplish­
ing the ends to an extent that most people do 
not. On the other hand, they can often enjoy 
the means or instrumental behavior leading to 
an end, which more impatient persons would dis­
like. 
m. Sense of humor. These people tend to be 
philosophical and non-hostile in their humor. 
n. Creativeness. Each one has a special kind of 
creativeness or originality or inventiveness 
that has certain peculiar characteristics. 
o. Resistance to enculturation. They get along 
in the culture but are detached from it? that 
is, they are essentially autonomous of it al­
though not especially unconventional in a be­
havioral way (64, pp. 669-670). 
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A motivational-maintenance approach to supervision and 
administration is presented by Clegg (21) which suggests sev­
eral conditions as a growing climate that is expected to 
lead to self-actualization: 
a. Stimulation through knowledge of subject 
matter. The educator needs to know some­
thing related to subject matter, not just 
techniques and methods. 
b. Responsible freedom on the job. The edu­
cator needs to feel that he has become suf­
ficiently competent to accept more and new 
responsibility. 
c. Support from supervisors. Stimulation and 
freedom introduce risk-taking and the pos­
sibility of failure. Confidence needs to 
be developed and maintained so that the 
focus of his energies centers on work to 
be done rather than upon his personal in­
security or on the possibility of rejection 
by others. 
d. A feeling of success. The educator needs to 
experience the pleasure of work completed; 
to have the feeling of achievement. 
e. Commitment to new approaches, ideas, and 
work innovations. As a basic source of 
mo-civation, commitment is likely to be 
operative when a person feels that his 
work requires ability he possesses to a 
high degree. 
f. Self-insight. The educator needs to under­
stand his relationship to the work to be 
done; his strengths and his weaknesses 
(21, pp. 145-148). 
When discussing the basic motivations of change agents, 
Lippitt et (60), state that these motivational forces 
determine the extent to which programs are developed and 
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contribute to the goals of the organization. They further 
note that the agents are motivated by a desire to help 
others coupled with self interest. But, the real danger 
comes at a point where the agent is so busy creating a 
situation which will satisfy his own needs that he is un­
able to respond to the needs of the clientele. 
The relationship between one's ability to perceive 
the situation as it relates to his own personal needs and 
his motivation to react to that situation can be seen in 
the statement by Weir : 
A man is an idea; he is what he perceives 
himself to be and what he perceives himself 
as becoming. An idea is a man; it comes into 
being as a man discovers it or creates it and 
employs it in shaping the essence of his liv­
ing (107, p. 281). 
In summary, this discussion has focused on the notion 
that motivation is a basic aspect of human behavior; it 
holds the key to many of our concerns. Focus has also been 
on the importance of human needs in their relationship to 
motivation. 
The perceptual approach The theorized intensity of 
the relationship between one's needs, one's perception and 
one's motivation is described by Combs and Snygg (24) when 
they take the position that the best source of information 
about an individual and his motive is the individual himself. 
As they state it: 
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This approach seeks to understand the behavior 
of the individual from his own point of view. 
It attempts to observe people/ not as they seem 
to outsiders, but as they seem to themselves. 
People do not behave solely because of the ex­
ternal forces to which they are exposed. People 
behave as they do in consequence of how things 
seem to them. We run very hard from the danger 
we think is there and ignore the danger we do 
not know exists. Behavior in this frame of ref­
erence is seen as a problem of human perception 
(24, p. 11). 
In other words, the individual's perception of reality 
rather than an environmental "stimulus" is the determinant 
of behavior. Environment not perceived is in effect just a 
surrounding without a stimulus quality. Combs and Snygg 
also state that "the more closely related an experience is 
perceived by an individual, the greater will be ics effect 
upon behavior" (24, p. 149). 
Allport (1) sees perception in much the same framework 
.and includes the concept of understanding in his definition: 
Perception has something to do with our aware­
ness of the objects or conditions about us. It 
is dependent to a large extent upon the impres­
sions these objects make upon the senses. It 
is the way things look to us, or the way they 
sound, feel, taste, or smell. But perception 
also involves, to some degree, an understanding, 
awareness, a "meaning" or recognition of these 
objects (1, p. 14). 
In 1944, Johnson (49) reviewed the research current at 
that time which related to perception of objects, and he 
suggested the following about the perceiver. First, he may 
be influenced by considerations that he may not be able to 
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identify and respond to cues that are below the threshold 
of his awareness. Second, when required to make difficult 
perceptual judgments, he may respond to irrelevant cues to 
arrive at a judgment. Third, when abstract or intellectual 
judgments are made, he may be influenced by emotional fac­
tors. For exan^le, what is liked is perceived as being cor­
rect. Fourth, he will weigh perceptual evidence from 
respected (or favored) sources more heavily than evidence 
from other sources. Finally, he may not be able to identify 
all the factors on which his judgments are based. Even if 
he is aware of these factors, he is not likely to realize 
how much weight he gives them. 
In generalizing from other research, Soskin (101) 
described four limitations of the ability to form accurate 
impressions of others. He felt that the impression is 
likely to be disproportionately affected by the type of 
situation or surroundings in which the impression is made 
and influenced too little by the person perceived. Second, 
although impressions are frequently based on a limited sam­
ple of the perceived person's behavior, the generalization 
that the perceiver makes will be sweeping. Third, the sit­
uation may not provide an opportunity for the persons per­
ceived to show behavior relevant to the traits about which 
impressions are formed. Finally, the impression of the 
person perceived may be distorted by some highly 
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individualized reaction of the perceiver. 
A number of studies point to the effect of the percep­
tion of self as a basis for perception of others; the feeling 
about self as a basis for the feelings about others. Secure 
people when compared with insecure tend to see others as 
warm rather than cold (14). The extent of one's own sociabil­
ity influences the degree of importance one gives to the 
sociability of other people when assessing the impressions 
formed of them (11). In those areas in which one feels most 
insecure, he sees more problems in other people (106). One 
is more likely to like others who have traits one accepts in 
one's self and rejects those who have traits which we do not 
like in ourselves (62). One's ability to perceive others 
accurately may depend on how sensitive one is to differences 
between people and also to the norms used for judging them 
(15) . 
We can conclude that one's own values about himself and 
his own needs play an important part in the impressions he 
forms of others; his perception of them. W. I. Thomas has 
theorized/ "If men define situations as real, they are real 
in their consequences" (72, p. 421). Merton (74) uses the 
term "self-fulfilling prophecy" to say that a false belief 
about oneself or others can cause behavior which makes the 
belief come true. Bills (12) proposes that the relationship 
between beliefs and behavior is far more obvious: 
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It is going too far to suggest that success in 
any occupation which requires face-to-face re­
lations with people is aided or hindered by 
our perceptions of ourselves and other people? 
Obviously the beliefs we hold about ourselves 
and other people play a most significant part 
in our behavior (12, p. 21) . 
In addition to one's own perceptions of others, the 
attitudes of acceptance of others' perceptions are not com­
mon in interpersonal relationships. In a discipline where 
much rigor is placed on evaluation, another's perception is 
more often countered with a mental evaluation rather than 
acceptance. Rogers phrased it clearly: 
Our first reaction to most of the statements 
which we hear from other people is an immediate 
evaluation, or judgment, rather than an under­
standing of it. When someone expresses some 
feeling or attitude or belief, our tendency is, 
almost immediately to feel "That's right"; or 
"That's stupid"..." That's not nice." Very 
rarely do we permit ourselves to understand pre­
cisely what the meaning of the statement is to 
him. I believe this is because understanding 
is risky. If I let myself really understand 
another person, I might be changed by that 
understanding. And we all fear change. So, 
as I say, it is not an easy thing to permit 
oneself to understand an individual, to enter 
thoroughly and completely and emphatically into 
his frame of reference (93, p. 18). 
The family Another force within the individual's 
affective environment that has an influence on the kind of 
person he will become is the family. Each person has come 
into contact with a family during his lifetime—either his 
family of orientation or his family of creation. 
The ability of the human being to respond to his 
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environment, including the family, through his biological 
attributes is seen by Dubos as an expressive behavior in 
which the human uses the environment for the purposes of 
self-actualization. Dubos further states: 
In a surprising, but very real way, man becomes 
what he does. Through the complex feedbacks that 
govern all of life, man's biological endowment 
creates his culture and is in turn modified by 
his culture. Man is what he is today because he 
has been doing cultural and intellectual things 
for the past few millenia. The kind of creature 
he will become will be determined by the kind of 
activities he elects to snphasize in his life 
(27, p. 33). 
Two of Dubos' important conclusions are: (a) the fact 
that man seems to be using only five percent of his genetic 
potential and (b) that the basic response patterns of an 
individual to environment occur very early in life and are 
probably unchangeably established by the age of eight. In 
other words, the importance of the early environment (usually 
the family) cannot be overstressed. 
Support for this approach is given by Allport (2) when 
describing the situation of a child from a healthy familial 
environment as differing from that of an early sufferer: 
...the child who enjoys a normal affiliative 
groundwork, and who successfully enters the more 
advanced stages of socialization, the situation 
is different. In his case the foundations of 
character were established by the age of three 
or five, only in the sense that he is now free 
to become; he is not retarded, he is well launched 
on the course of continuous and unimpeded growth 
(2, p. 33). 
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Thus it has been suggested that personality develops 
to a considerable extent within the family matrix and is 
maintained by the family. Psychoanalytic theory holds that 
the basic elements of the whole personality are the atti­
tudes and orientations to authority figures which are laid 
down in early life and which are acquired through the 
process of accepting roles assigned by parents. 
From the family value system the individual derives 
directions and standards which become internalized as part 
of the personality. Much of the process of acquiring values 
and standards goes on unconsciously, and there tends to be 
considerable generational continuity. This transference 
continuity includes conflict as well as conflict-free areas. 
Since the family is the original unit of the human com­
munity and the universal humanizing unit of all societies, 
it is in the family that many of the most important values, 
as a basis for choice, are learned. The family not only 
transmits values; it in fact symbolizes some of the dis­
tinctly "human" values of tenderness, love, concern and 
loyalty. 
In a perusal of the identified frameworks for family 
analysis, the socialization of children is seen as a func­
tion of the family in each of the frameworks. Mead con­
siders it the essential task of the family to: 
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rear children who can live out as adults a form 
of life they learned as children. Within the 
family, children learn how, in their turn, to 
relate to others, to work and play, make friends, 
marry and rear children. Within the enveloping 
life of the family, each child learns who he is, 
what he is, and what he may become—what it is, 
in fact to be a full human being (71, p. 80). 
It is not to be assumed, however, that there is no 
replication, and that modification does not occur. Influ­
ences from the peer group, other reference groups, and sit­
uational factors such as the density of communication stimuli 
have impact on the development of the person. 
Socialization institutions Using Loomis' definition 
of the socialization process as "the process whereby the 
social and cultural heritage is transmitted" (51, p. 65), one 
can readily identify several institutions involved in the 
socialization process—home, church, school, peer group. It 
is not the intent of this discussion to detail the impact of 
each of these groups on the individual, but to recognize the 
importance of existing social institutions to the development 
of the individual. 
Merrill highlights this importance as : 
Human beings do not interact like billiard balls 
bouncing off one another; on the contrary, hu­
man interaction is conducted in a context of 
social expectations, rules and norms. The in­
dividual learns these norms from other members 
of the group and tries to pattern his behavior 
accordingly (73, p. 340). 
Importance of specific socialization institutions for 
the individual will vary according to the social interaction 
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precipitated by that institution; for it is the extent to 
which persons are in meaningful contact that behavior is 
modified, however slightly. 
Reference groups Factors which influence behavior, 
and to some extent motivation, were discussed by Nelson (80) 
who proposes that activity is generally directed toward some 
goal which satisfies certain motivations and individual needs. 
In part, the individual learns both the goals and the proper 
activities by which they may be achieved through his exper­
iences in reference groups. 
Nelson (80) defines the reference group as one which in­
volves very personal ties and provides a basis for shaping 
attitudes, experiences and behavior. When an individual ac­
cepts the values of the group, he becomes affected by those 
values and standards. Kelley(54) has reviewed the perspective 
of reference group theory and has promoted the opinion that 
"reference group" has come to denote any group to which a 
person relates his attitudes. 
Kelley (54) has defined two specific usages of the con­
cept of reference groups which are presently employed in re­
search. In some cases, reference group is used to denote a 
group in which the individual is motivated to gain or main­
tain acceptance. To prcxnote this acceptance, he holds his 
attitudes in conformity with what he perceives as the con­
census of the group members. Also evident in this usage is 
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the process where the members of the reference group observe 
and evaluate the individual. The particular usage is ex­
emplified in the work of Newcomb (81), who for his purposes, 
defined a group as a reference group for an individual if 
that individual's attitudes are influenced by a set of norms 
which he assumes he shares with the group. Newcomb added 
valences to his definition by noting that a positive group 
is one to which the individual is motivated to be accepted 
and treated like a member. A negative reference group is 
one which the individual is motivated to oppose. 
The second modern usage delineated by Kelley (54) is 
that in which the group becomes the reference point for 
making evaluations of himself and others. This type of 
definition was that offered by the originator of the term, 
Hyman (43), who referred to the individual's conception of 
his own position as dependent on which other persons with 
whom he compares himself in judging his status. 
Kelley (54) also proposes that the reference groups used 
in judging oneself would frequently be used in making judg­
ments of others. 
Because of these two usages of the term reference 
group, Kelley (54) sees groups serving two functions: first, 
setting and enforcing standards for the person, and second, 
serving as or being a standard or comparison point against 
which the person can evaluate himself and others. He asserts 
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that these two functions/ normative and comparative, will 
frequently be served by one and the same group, namely 
membership groups or nonmembership groups in which member­
ship is desired. 
Culture Culture or society is in part a set of in­
ventions that have arisen to make life efficient and intel­
ligible for mortals who struggle with the same basic needs 
and problems of life: birth, growth, death, the pursuit of 
health, welfare, and meaning. The solutions are passed on 
from one generation to the next. 
Culture shapes the person chiefly because it provides 
readymade, pretested solutions to life's problems. Culture 
offers the person stored-up solutions—not always accurate, 
but at least available. Culture has an answer (sometimes 
merely rough and ready) for every question that can be asked. 
It is a prearranged design for living. 
The persistence of the self Inevitably the person 
acquires ways of living; inevitably he grows to accept the 
roles appropriate to his status within the family. Later 
he finds himself playing many assigned roles within many 
social systems. Throughout life he reflects the basic per­
son or basic self appropriate to his society. His behavior 
is modified within limits by every social situation he en­
counters. He bends to some extent with the winds of change. 
But only if the change is violent or extreme, will his whole 
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person undergo alteration. 
Man has the capacity to grow, according to Maslow's re­
search (64), but the instincts of man towards growth are 
weak rather than strong. Thus growth tendencies can be 
easily stifled by cultural environment or inadequate—even 
erroneous—education. However under healthy conditions 
growth is rewarding and the healthy individuals grow for 
this reason (35). 
It is this growth—and to some extent permanence—of 
personhood which is ejqjlored in the following section rela­
tive to those areas which have been isolated as elements 
relating to professional development. 
The professional development set 
Using the schematic diagram presented, the developing 
personhood—the self—is then submitted to the next sec of 
factors isolated by this framework as a professional develop­
ment set. The factors theorized here contribute to the 
process of molding the individual to fit a profession which 
has as its basis a proven body of knowledge, and to be a 
professional who uses this knowledge in service of others, 
with financial return to himself not considered the major 
measure of success (55). 
The specific elements of this set are those areas or 
times in which the home economist has received educational 
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experiences and training to build a body of knowledge as 
well as practical skills for use in service to others. 
Isolated for our purposes here are: the bachelor's degree, 
the field of home economics, in-service training, advanced 
degree work, and professional organizations. 
In his discussion of the earmarks of a profession, 
Blaunch (13) identifies three categories: study and train­
ing, a measure of success, and the organization of associa­
tions. He notes that through study and training the person 
learns the methods of the profession and develops skill in 
their application. He speaks of the possession of a body 
of knowledge, a set of attitudes and a group of skills as 
being a technique which enables members of a profession to 
serve the needs of others by performing a particular type 
of service. This service of others he identifies as the 
measure of success employed by the professional. By organ­
izing into associations, Blaunch observes that professionals 
can act collectively to maintain and improve the service of 
the profession. In addition, associations present a forum 
setting through which and from which members can draw from 
one another's ideas and expertise. 
Metcalf and Urwick (75) present a framework identifying 
the responsibilities of a profession of which six are sug­
gested: to establish standards, to maintain standards, to 
improve standards, to educate the public to accept standards. 
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to keep the members of the profession up to standards, and 
to protect the public from those individuals who have not 
attained or who willfully do not follow standards. 
For the purposes of this research, the establishment 
of standards is seen as the primary function of the acqui­
sition of the bachelor's degree during which the body of 
knowledge on which the profession rests is clearly de­
fined. It is here that the parameters are set determining 
the amount and the latitude of knowledge needed by the home 
economist to perform as a professional. 
The maintenance of standards by the profession and the 
professional is viewed in the research as the function of 
the entire field of home economics. It is this intensity 
of standards maintenance that enables the professional home 
economist to remain loyal to her work rather than to a spe­
cific organization. 
Improving standards is also seen as the function of 
inservice training and advanced degree work. The profes­
sional according to Metcalf and Urwick (75) has the re­
sponsibility to practice his profession, to apply his knowl­
edge and to extend the limits of the knowledge on which his 
practices are based. 
The education of the public to appreciate the standards 
of the profession, the effort to keep professionals up to 
standards, and the intent to protect the public against 
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nonprofessional standards seem to be the responsibility of 
the professional organizations as well as the field of home 
economics. The public's expectation of standards is seen by 
the extension home economist when an Iowa citizen asks for 
"the Ames way" of putting in a zipper, refinishing furniture 
or seeding a lawn. 
The dangers of professionalism are also of concern. 
Most notable are those expressed by Whitehead, when he 
writes : 
Effective knowledge is professionalized knowl­
edge, supported by a restricted acquaintance 
with useful subjects subservient to it....This 
situation has its dangers. It produces minds in 
a groove. Each professional makes progress, but 
it is progress in its own groove.... 
The dangers from this aspect of professionalism 
are great....The directive force is weakened. 
The leading intellects lack balance. They see 
this set of circumstances, or that set; but not 
both sets together...(103, p. 279, 230). 
An additional concern of this research, then, is whether 
or not the professional development of the Extension home 
economist is standardized to the extent that "the self" dis­
cussed in the personhood development section becomes too 
rigid to see beyond Whitehead's "groove". In addition, to 
what extent does the responsibility of the professional to 
"educate the public to accept her standards" obliterate her 
own perceptual ability to see the clientele's needs, values, 
and standards not only as different from her o'/m, but perhaps 
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not inferior to her own? 
The implication from the above discussion of profes­
sionalism is that professionalism is more than what the 
home economist knows. Professionalism is also a set of 
attitudes that shape the way in which she does her work. 
Thus the Professional Development Set is a contributing 
factor to the kind of person who participates in the Per­
formance Sets to be discussed next. It is suggested then, 
that the kind of person she is—the type of self that has 
been developed—will affect the way she performs. 
The following section is a discussion of action and 
programming processes to which the agent has been exposed 
as suggested approaches to successful interaction with the 
elements of the performance sets. 
Professional programming processes 
To a great extent the dependent variables which will 
be operationalized in this study are concerned with the 
processes the extension home economist uses in the perform­
ance of her role within the element explained. A central 
concern is what she will do with a problem as she perceives 
it. Another concern is the extent to which her performance 
of the programming role is in congruence with social science 
concepts applicable to program planning and implementation. 
Another aspect of performance is the extent to which she is 
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able to perceive the reality of the living situations of 
many kinds of families. Rogers maintains that persons "who 
are in real contact with life problems wish to learn, want 
to grow, seek to find out, hope to master, desire to create" 
(94, p. 238). 
One way in which performance is being conceptualized in 
this research is processually oriented, that is, the way in 
which the home economist performs the programming task as 
perceived by supervisors and others regardless of the out­
come. The processes to be evaluated are described below. 
Social change Among those processes considered im­
portant for extension workers in meeting the needs of fam­
ilies and communities is an understanding of the principles 
inherent in social action and the dynamics of human society. 
As Quinn and Boone state: 
The Extension worker needs to develop a thorough 
understanding of the nature and function of so­
cial systems, the role of social systems, and 
role of individuals within social systems, how 
social change occurs, and the role of educational 
organizations in working with an effecting change 
within and among social systems (88, p. 32). 
Important for the agent in striving to bring about 
social change is an understanding of the concept: features 
of social change have been summarized Moore (78) . Inherent 
in planning for action is the receptivity to and the under­
standing of resistance to change. Ogburn (83) isolates 
reasons for resistance to change in his theory of cultural 
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lag; Cartwright (17) notes that the concept of social change 
has emotional overtones : 
To many people it is threatening; it conjures 
up visions of a revolutionary, a dissatisfied 
idealist, a trouble-master, a malcontent. Nicer 
words referring to the process of changing 
people are: Education, training, orientation, 
guidance, indoctrination, and therapy. We are 
more ready to have others 'educate' us than to 
have them 'change' us. We, ourselves feel less 
guilty in 'training' than in 'changing' them 
(17, p. 76). 
Thus, one analysis of resistance to social change by 
individuals—whether it be audience or agent—is the extent 
to which the process of changing makes one feel comfortable 
or uncomfortable. 
An additional analysis of resistance to change which 
relates well to the development sets discussed earlier is 
that proposed by Smith (99) . As he states: 
Any kind of behavior can be explained by one or a 
combination of four factors. That is, if we want 
to know why a particular person seems to resist 
change...we may seek a general answer in one of 
these factors. First...what about such factors 
as ones capabilities, place in the family and 
community? It is not simply inheritance of phys­
ical traits, but what the person started with in 
terms of potentialities of development. 
A second factor to help us explain human behavior 
in general terms is our basic needs—what we need 
basically and how these needs have been met or 
how they haven't been met as we grow. Those in­
clude a need to be recognized, a need to grow, a 
need to develop, a need for security, a need for 
self-expression, and all of the other needs that 
are important to us as growing persons. Not only 
the needs themselves are significant, but how 
they were met or blocked as we grew, as we went 
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to college, and as we gained o\ir professional 
experience. 
A third factor, or whole set of factors, in­
cludes the habits, the attitudes, and the values 
that we picked up as we grew. These also may 
help us in explaining, whether that behavior is 
resistant to change or something else. 
A fourth factor which has to be thought of in 
relationship to the other three is the social 
climate, the basic orientation of the groups 
of the culture in which we are working (99, 
pp. 22-23). 
Because these particular notions regarding the resistance 
to change are oriented to individual development, they can 
apply not only to the audience with which the agent is work­
ing, but also to the agent herself. 
In addition to factors affecting change or one's re­
sistance to it, appropriate for discussion also are factors 
or processes the agent can use to bring about social change 
within persons and within organizations. 
Social action A number of frameworks have been de­
veloped to attempt to analyze social change. Among them are . 
those which place emphasis on the kinds of social changes 
that man finds he prefers to make coordinately within social 
aggregates such as neighborhood, school, community, or 
church. It is to these arenas of decision-making that the 
term social action has been traditionally applied. 
Several models or constructs of social action have been 
developed for use by change agents as a guide to planning or 
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as a check for evaluation when attempting to carry out a 
social program. Lindeman (59) derived ten steps of social 
action; Sanders (95) has delineated five stages; Miller 
(77) states that he felt four stages were necessary; Kauf­
man (51) listed six phases of the process; and Hoffer and 
Freeman (39) offer a frame of reference which is threefold. 
Beal (7) has offered a construct which has been revised 
several times, but at present it seems to, first, include 
most of the stages of social action used by others who have 
attempted to conceptualize states of social action. Second, 
in some cases it segments more general stages used by others; 
thus it specifies more stages. Third, there has been some 
attempt to operationalize each stage. Fourth, it has been 
used as a model for numerous action programs. Finally, it 
has been used as a research model in a limited number of 
field studies. 
In a more comprehensive application of the model (9), 
there has been attached to each evaluation step, a listing 
of conditions to be met. These conditions are offered on 
fhe assumption that if the conditions are met, the step in 
the action is more likely to be successful, and that future 
steps are more likely to succeed. Research does not show 
that failure to meet conditions means a failure of the pro­
gram, but it does reveal that failure to meet conditions 
leads to difficulty with future steps. 
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Use of the concepts of social systems (51) and se­
quential arrangement of the stages of social action (7) can 
provide an extension change agent with a conceptual frame­
work within which he can analyze the local situation and 
can organize the resources needed for an action program. 
The proposition is that the extension home economist who 
has a knowledge and understanding of the social action 
process will be performing better than one who does not. 
Further, the agent who gives evidence of applying the cen­
tral concepts of the social action process in Extension 
programming is assumed to be performing better. The linkage 
between this measure of the performance set and the person-
hood and professional develojxnent sets may be confounded by 
the likelihood that the knowledge and use of the social ac­
tion process will in itself induce a greater amount of 
"people-orientation". 
Perceptual processes The Quarricks have placed em­
phasis on needs, attitudes, morale and social pressure as 
relevant facts for solving what they distinguish as "people 
problems" (87, p. 143). Their concern is that if the agent 
does not continually see people in social situations, he 
will not have facts to solve "people-problems". 
The process by which the educator selects relevant 
facts for solving "people problems" have been previously 
cited as perceptual processes. Thus, those kinds of 
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problems that educators select to devote their energies to 
are often based on their own feelings about themselves. 
As Kelley states : 
One of the most revealing facts about perception 
is that it is selective. We do not see every­
thing in our surroundings. There are thousands 
of coincidences in the situation in which we 
find ourselves at any point in time. To perceive 
them all would cause pandemonium. We therefore 
choose that which the self feeds upon (53, p. 14). 
If the process by which one can know another's needs 
is based solely on perception, it would be self-selective. 
Jourard (50) discusses an additional process, that of self-
disclosure. It is his contention that one cannot know what 
another needs unless he tells you; unless he discloses him­
self. He also outlines several outccxnes when men disclosed 
their real selves to the other : 
1. They learn the extent to which they are sim­
ilar one to another, and the extent to which 
they differ from one another in thoughts, 
feelings, hopes, reactions to the past, etc. 
2. They learn of the other man's needs, enabling 
them to help him meet them or else to ensure 
that they will not be met. 
3. They learn the extent to which this man accords 
with or deviates from moral and ethical stand­
ards for being or behaving. Here we may have 
a reason why people are reluctant to disclose 
themselves: they dread the moral judgment of 
their friends, family, minister, or the law 
(50, p. 3). 
Jourard*s proposal substantiates the concept, developed 
earlier in the chapter by Maslow, of the relationship of 
45 
one's attitudes to how one accepts or evaluates another's 
perceptions. 
The success of education in extension rests on the per­
ceptual processes used not only in problem identification, 
in perceptual acceptance, but also in the facilitation of 
learning. 
As described by Ewing (28) in a discussion of the human 
side of planning, "people are not simply 'people'" (28, 
p. 59) . They are (a) individuals and (b) members of groups. 
When seen as individuals within groups, education can take 
place in a dynamic interaction. Mahan and Bollman (63) take 
the position that behavior change is not only caused by the 
content taught, but by the processes used in relating to 
behavior change. They feel that a perceptual, interpersonal 
orientation in action programs is marked by: 
a. an educator with an individual identifica­
tion and concern for the learner, 
b. a focus which is personal-growth centered 
rather than problem centered, and 
c. a high concern for learner perceptions 
rather than learner responses (63, p. 104). 
Not only is the interpersonal orientation more risk-
taking, as has been stated earlier, but it takes more time. 
According to Mahan and Bollman (63) the time increases be­
cause the educator is not giving information, he is helping 
the learner search through his own knowledge and experience 
to reach understanding himself. This type of process takes 
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more effort because the educator recognizes the uniqueness 
of each person and supports him in his growth. In addition, 
the interpersonal orientation takes commitment; since the 
educator's needs are not being met through this approach as 
he is not always the "expert". 
Further substantiating the position that the individual 
is moved to action in terms of his perceptions of the world 
is Maslow's (64) description of the perception of the self-
actualized person. Maslow ascribes to the perception of the 
self-actualized persons the ability to "see more efficiently, 
to be better in their judgment [which] extends to many areas 
of life..." (64, p. 26). 
It is the proposition of this discussion that the ex­
tension "to many areas of life" includes the performance 
ability of the agent—the extent to which the "better per-
ceivers" are judged to be the "better performers". Support 
for this notion comes from Davis' (26) concern for the de­
velopment and maintenance within agents of the kinds of 
competencies that will make the greatest contribution. 
The relationship between increased perception and increased 
performance is seen in his statement regarding the competence 
of workers for 
observation and insights which make it possible 
to recognize and analyze problem situations. It 
req[uires ability to obtain, select, organize, 
and interpret information so as to refine under­
standing of these problems (26, p. 197). 
47 
In summary, this discussion substantiates the notion 
that the performance ability of extension education agents 
depends on what they think people are like—the manner in 
which they perceive. 
Program development processes The point at which 
extension professionals come to grips most prominently with 
need identification and appraisal is the programming stage. 
As Leagans contends ; 
Changes that are important to people are those 
which help them meet their needs for biological, 
economic, social, aesthetic, or moral well-being. 
Basically then, all programs for promoting change 
exist to help people meet their needs. The element 
of needs, therefore, becomes a central concern of 
the extension educator (57, p. 89). 
Bellman (10) described dynamic programming as a process 
that is used where progress is evaluated and corrective ac­
tion is applied during the program. He also suggests sev­
eral conditions necessary for dynamic programming to suc­
ceed. Needed are: 
a. flexibility in reaching predetermined goals 
through doing "the best we can, starting 
from where we are"; 
b. the availability of optimal policies for 
reaching the goal from any conceivable 
starting point; 
c. adaptive control—acting in the absence of 
full information, learning as you go; and 
d. criteria for deciding what information to 
use in making decisions. 
In general, the conventional methods of program planning 
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have been categorized by Bruce (16) as usually occurring 
in the following order : 
1. Formation of lay advisory groups. 
2. Exploration and description of general situa­
tion. 
3. Determination of problem areas and assign­
ment of priorities. 
4. Statement of objectives. 
5. Preparation of a written program and plans 
of work. 
6. Program evaluation (16, p. 222). 
The Extension service has been noted for its use of 
"grass roots" information as the background for program plan­
ning. In a discussion of the use of background information. 
Powers suggests several elements which he feels contribute 
to failure in extension programming. 
1. Background information as currently utilized 
is not presented in a framework which shows 
interrelationships necessary for understand­
ing and subsequent identification of priority 
problems. 
2. It is frequently just presented—not analyzed 
and interpreted. Emphasis has been on the 
figures and charts rather than on the mean­
ing of data. 
3. It has generally been presented in one con­
centrated dose rather than developed from 
general to specific during several meetings. 
4. Information collection and preparation has 
often been decentralized and random, thus de­
creasing the utility of the data and the ef­
ficiency of the total extension staff (86, 
p. 13-14). 
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Powers' prime concern with background information is 
that is be presented to show not only interrelationships 
between what the situation "is", but what it "should be". 
From a model of societal imbalances and a flow model 
of several stages. Powers has generated the following sug­
gestions about the program planning process: 
1. There should be a careful selection of 
people who are more planning oriented than 
action oriented; 
2. a more complete than usual orientation of 
the people; 
3. the elimination of deadlines for committee 
statements ; 
4. an approach to planning as a more continuous 
function; 
5. a training method devised for new committee 
members since there will always be attri­
tion of members, and 
5. more centralization as far as the collection 
and analysis of data are concerned (85, p, 22) . 
In comparison to the conventional methods of program 
planning. Powers feels that these suggestions, based on re­
search and observation, offer several advantages, most im­
portant of which is that significant problems rather than 
symptoms will be identified (85, p. 22). 
Agents who were rated high in effectiveness by their 
supervisors had a tendency to give more consideration to 
the total situation affecting people in their county than 
did those >rho were rated low in a study by Utz (104) . 
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Agents in this srudy who thought of themselves as tech­
nologists and who merely imposed preconceived solutions to 
problems, limited the scope of their programming responsi­
bilities. 
In a study of county extension agents in North Carolina, 
George (34) found that those who define Extension's role 
broadly tend to have a high level of training and/or interest 
in the social and behavioral sciences. Those who define the 
role in narrow terms are saying that agriculture needs of 
the area should receive major consideration when allocating 
resources. Conversely, the broad role definers would al­
locate resources on the basis of total social and economic 
needs of the area. 
Tiie danger of technological emphasis as limiting pro­
gram emphasis is reiterated by Hurd: 
Our society is creating many "experts" and 
"technicians". They answer the question, 
"What is the job to be done? Give it to us 
and we'll do it." But it is the professional 
who will answer the q^aestion: "Why is this 
job to be done, and of what value is it to 
the individual and the society?" (42, p. 136) . 
Performance Sets 
The areas of inquiry included in these sets are those 
arenas in which the Extension Home Economist is expected to 
perform: the arena of the Extension service itself as an 
agency, and the arena of the community of persons with wnich 
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the agent is involved. The theoretical assumption that the 
Extension Home Economist performs in either or both arenas 
according to the patterns or processes discussed in the de­
velopment sets serves as the linkage between the development 
set and the performance ser. That is, that the home econo­
mist will perform according to her own definition of herself 
and of her relationship to the world or arena around her. 
In addition, it is assumed that her definition has evolved 
from her own needs, her socialization by family, peers, and 
institutions as well as her training as a professional. 
The agency (Extension) set 
Examination of the multiplicity of relationships within 
the diagrammed agency of Extension denotes a complexity of 
relationships for home economists en^loyed by the agency. 
The following are general definitions of the elements within 
the agency as well as the extension home economist's role 
relationships to the parsons described in the elements. 
Directional lines of authority or power are not explored. 
County staff Within the multi-county area system, 
there is at least one Extension staff member assigned to 
program responsibility for the geographic areas of a county, 
legally termed an Extension District. That staff member is 
titled as a County Extension Director. Extension Home Econo­
mists and Extension Associates in 4-H and Other Youth are 
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most often assigned to multi-county units. Consequently, 
the extension home economist is associated with a county 
extension director for each county for which she is as­
signed as well as one or more youth workers as county staff 
teams. 
County extension council The elected governing body 
for the Cooperative Extension service in each county is the 
county extension council with representatives of each geo­
graphical township unit in the Extension District (a county). 
Through a memorandum of understanding between the Extension 
District and Iowa State University, the council is impowered 
to govern the program functioning as well as the legal and 
financial standing of the district. The process of program 
planning is usually delegated to program committees appointed 
by the council. 
Program committees The program committee appointed 
to develop the home economics program is the group with 
which the home economist is usually associated to a greater 
extent than committees appointed for other project areas. 
The method of selection of committee members as well as the 
tenure of members varies by district. In addition to their 
programming responsibilities, some home economics committees 
function as social units to the extent that they meet monthly 
and serve as hostesses at Extension events. 
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Area extension director Since the state-wide organi­
zation of the Cooperative Extension Service in Iowa is di­
vided into twelve multi-county area units each resident 
University Extension Area Director has responsibility for 
area program leadership, organizational leadership, and 
administrative relationship with each County Extension 
Council. He also has administrative management responsi­
bility for all assigned personnel. 
Assistant and associate state leaders The state 
leader of home economics programs gives general program 
leadership for the total home economics program in Iowa; 
the assistant and associate state leaders gives program 
leadership for specific areas of concern, namely, low in­
come families, young families, community resource develop­
ment, and human health. 
Specialists As staff members in each subject mat­
ter department of the Iowa State University, extension 
specialists act as the teaching and consulting liason be­
tween the Extension field staff and the resident and research 
staff of the University. At present, in her involvement 
with the total home economics program, each Extension home 
economist may be associated with as many as sixteen home 
economics subject matter specialists. 
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Other home economists Within the geographical multi-
county area unit in which the Extension home economist is 
employed, she is usually responsible for subject-matter 
areas for more than one county. A similar arrangement exists 
for other Extension home economists in the same area unit. 
In that manner, any one county may be serviced by more than 
one extension home economist each responsible for a part of 
the home economics program. Thus, in an effort to present 
a coordinated program in home economics in any one county, 
each Extension home economist is usually a member of a home 
economics team for that county. The combination of Exten­
sion home economists forming the home economics team may 
differ by county within a multi-county unit. 
Area staff Each multi-county area unit is permitted 
to employ subject matter specialists to service that geo­
graphical area based on the priority needs of the area. The 
number of area staff with whom any one extension home econ­
omist might be associated may vary from eight persons in 
one area of the state to three in another. 
The use of the team approach being implemented by Ex­
tension follows the recent recommendation for a "decision 
center" rather than a department or discipline (103). The 
multiplicity of staff members with various competencies 
attest to the assumption that solutions to problems seldom 
come from a single discipline; these solutions can be 
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approached by "teaching teams". 
The ccffnmunitv set 
Because the extension home economist is associated with 
persons in geographic units of different sizes, the community 
set can apply to all sized units from villages to the entire 
multi-county area. Within each community regardless of the 
territoriality or population involved the extension home 
economist will probably be associated with one or all of 
the elements isolated: individuals, families, influential 
leaders, voluntary groups, or public agencies. 
Individuals and families Families, and the indi­
viduals who compose those families, have long been identified 
as the focus of home economics and of extension home econom­
ics. At the time of the initiation of this study, a docu-
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been issued with the emphasis that home economics programs 
be designed for specific clientele- Important clientele in 
Iowa were identified as: the rural and urban young families, 
disadvantaged families, community leaders and youth (45, 
p. 4) . 
Influential leaders The identification of influen­
tial or community leaders and their characteristics (6, 76), 
has been noted as providing a unique resource to extension 
home economists (46). It is expected that the interests. 
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talents, knowledge and capabilities of these women and 
other community leaders will be involved in educational 
leadership. 
Voluntary groups The use of volunteer leaders as 
well as voluntary groups as an outreach for extension edu­
cation has had historical antecedence. Although Iowa does 
not have an organizational structure of Home Demonstration 
Clubs or governing Home Demonstration Councils, women's 
organizations have been assumed to be effective channels 
through which information is disseminated and leadership 
is developed. 
Public agencies The intent of the interaction be­
tween extension home economists and personnel of other 
agencies has been for the provision of breadth and depth 
within comprehensive programs and projects. 
Thus, private organizations as well as public agencies 
are often the vehicle for achieving the educational objectives 
of the extension home economist in an effort to promote the 
optimum development of individuals and their families. 
Programming effectiveness of the extension home economist 
rests then, on not only the understanding and meeting of 
needs of a multiplistic audience, but also entails seeking 
agency assistance without limiting the scope of the exten­
sion program. 
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Summary of Theoretical Framework 
The central thesis of this study is that the program 
performance of the extension home economist is a function 
of her development. The development of the individual ex­
tension home economist has been theoretically divided into 
factors considered to be paramount in (a) the development 
of her personhood and (b) her professional development. 
The phenomena of personhood development is theorized 
to include those areas from which she has gained both af­
fectively and cognitively the attributes of the kind of 
person she has become. In this section are discussions of 
the approaches of (a) individual needs including the re­
lationship of those needs to motivation, and (b) individual 
perceptions as points or origin of personhood development. 
Other areas of influence dealt with are the family, social­
ization institutions, reference groups and a cultural per­
spective. The basic notion of this section is to establish 
a theoretical framework in which the "self" is developed— 
the self which will operate in the remaining development 
set as well as the performance sets. 
The elements of the professional development set are: 
educational experiences or training, the discipline of home 
economics, and professional organizations. Included also 
is a description of several processes used by the individual 
according to the self that has developed. These are: 
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identification of social change, use of social action, per­
ceptual processes and programming processes. 
The arenas in which the extension home economist per­
forms were identified as the performance sets and are two : 
the agency set and the community set. The agency set in­
cludes a discussion of all of the assumed relationships 
within which the extension home economist participates as 
part of the Cooperative Extension Service. Identified in 
this multiplicity of relationships are: the county staff, 
county extension council, program committees, area exten­
sion director, assistant and associate state leaders, 
specialists, other home economists, and area staff. 
The community performance set is seen as the persons 
or audiences the agent services. Discussed are: indi­
viduals and families, influential leaders, voluntary groups, 
and public agencies. 
In summary, this chapter has been a theoretical dis­
cussion of a general model for the development of an in­
dividual and the relationship between that development and 
the performance ability of that individual. The hypotheses 
generated from this theoretical framework and the measures 
for these hypotheses will be detailed in the following 
chapter. The data available for this study will permit 
only partial testing of this general model. The concepts, 
or variables, identified in the following chapter are those 
59 
for which data were available. In some instances the oper­
ational measure requires some "stretching" to relate the 
empirical observations to the concept. Such cases are 
recognized in the definition of the measures. 
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METHODOLOGY 
The primary purpose of this chapter is to operational-
ize the conceptual framework presented in the previous chap­
ter. This will include identification and operationalization 
of the key concepts, the definition of the measures used in 
this study and a statement of the general and specific hy­
potheses tested. The main portion of the instrumentation 
used to obtain the data is included in the Appendices. 
Over-All Structure of the Research Design 
Population studied 
The respondents of this study represent a total popu­
lation; that of all the Extension Home Economists in Iowa 
employed on a full time basis as county and/or multi-county 
field workers responsible for home economics programm.ing 
during the winter and spring of 1968. No sampling techniques 
were used; there were sixty-seven home economists who par­
ticipated in the study. 
Home economists employed by the Cooperative Extension 
Service as area specialists in specific home economics pro­
grams or as Extension 4-H and Youth leaders were not in­
cluded in the population. 
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Data gathering procedure 
The method used in gathering these data was essentially 
threefold. The items which related to personal character­
istics (such as age, tenure, training) and a scale which 
measured the extent to which basic needs are fulfilled within 
the position of employment were mailed to the respondents 
with a letter from the state leader of home economics pro­
grams encouraging the agents to participate in the research 
project. This section is included as Part I of Appendix A. 
The second part of the procedure was a structured inter­
view with each respondent conducted by appointment by the 
researcher, usually in the respondent's field office. The 
items for which responses were obtained during the interview 
are contained in Part II of Appendix A. 
The third part of the procedure was a performance ap­
praisal rating form which was completed for each home econ­
omist by the Area Extension Director in the multi-county 
area. This form, a copy of which is included as Part III 
of Appendix A, an explanation of its use and the directions 
for completion were given to the area directors and follow­
ing completion by the director, were returned ay mail. 
At the time of the personal interview, each of which 
required approximately one and one-quarter hours. Part I of 
the questionnaire was picked up. The personal interview was 
used to obtain the data in Part II since this method was 
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deemed best for obtaining responses to items such as measur­
ing knowledge of background information about the area. 
Concepts and Measures 
The purpose of the following section is to briefly 
state the concepts included in the model presented in the 
previous chapter and to indicate the manner in which each 
has been measured in this study. The personhood and pro­
fessional development sets make up the independent variables 
and the performance in the agency set makes up the dependent 
variable. 
Personhood development set 
The variables included in the personhood development 
set are: the individual need complex, family of orientation, 
reference group, attitude toward change, and the social 
characteristics of age, tenure, marital status and choice 
of work location. 
Individual need complex Maslow's (64) theory of 
human needs was selected as the framework to operationally 
measure the individual need complex. The suggested relation­
ship between the individual's needs and performance which 
was stated previously implies the appropriateness of de­
termining the extent of satisfaction and the relative im­
portance of each of the needs. To measure the fulfillment, 
satisfaction, and importance of the five individual needs 
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(security, social, esteem, autonomy and self-actualization) 
to the home economists, a scale developed by Haire and his 
associates (37) was adapted to relate to the position of 
the home economist. Eleven items were used to obtain re­
sponses across the five needs. These are Items 27 through 
37 in Part I of the questionnaire. 
For each of these eleven items the Extension Home 
Economist was asked the following questions and was to 
respond on a seven-point rating scale. 
a. How much of the characteristic is there now con­
nected with your position? 
b. How much of the characteristic do you think should 
be connected with your position? 
c. How important is the position characteristic to 
you? 
Fulfillment is measured by the responses to question a. 
Satisfaction is measured by the response on question a minus 
the response to question b. Importance is measured by the 
response to question c. Measures of total fulfillment, 
satisfaction, and inç)ortance are obtained by summing the 
responses across all eleven items. Iteasures of fulfill­
ment, satisfaction and importance for each of the five 
needs are obtained by summing across the items associated 
with each need. The number of items used to measure the 
five needs varied from one item for security to three items 
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for esteem and self-actualization. 
Though the reliability to the scale as used by Haire 
was acceptable, the items were subjected to analysis to de­
termine the scaling properties obtained in the adaptation 
for this study. The results of this analysis are reported 
in the beginning of the next chapter. 
Family of orientation Within the context of the 
family value system the individual derives directions and 
standards which become internalized as part of the person­
ality. Mead (71) identifies the task of the family as the 
rearing of children "who can live out as adults a form of 
life they learned as children". 
Another environmental factor associated with the im­
pact of the family of orientation is the degree of urbanism 
(or conversely, rurality) in which the family lived. 
The data available permitted an assessment of the per­
ceived income level of the family of orientation and the 
urbaninity of the family of orientation during the formative 
years in the life of the respondents. The income level is 
an approximate measure of the social class of the family 
of orientation. The questions ascertaining information are 
21 and 22 in Part I of the questionnaire. 
Reference group The central focus of this concept 
as developed in the previous chapter concerns the individual 
referents used by the Extension Home Economist. Ideally, 
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one would prefer to have additional data to identify the 
reference groups during the earlier, formative years. 
The number and kind of referent persons used in the 
programming process as well as an assessment of the extent 
to which other extension staff persons and groups are iso­
lated as referents are the measures selected for this 
concept. Items 81, 82/ 83 and 84 (located as Part II of 
the questionnaire) were used to gain a measure of the di­
versity of referents as well as the quantity of referents 
used by the Extension Home Economists. Diversity was de­
termined by the number of nonrepeated types of referents 
identified across the different programming operations 
specified in the items. Referents were classified into 
one of eight categories. A quantity measure was derived 
from the number of referents identified, regardless of 
category, across the items. 
Attitudes toward change An individual's attitude 
toward change is likely a product of socialization received 
during the formative years as well as socialization which 
is a part of the professional development process. 
Of particular interest in this study is the Extension 
Hcxne Economist's attitude toward changes in the organization. 
Her attitude toward change was measured by 12 items (57-73 
in Part II of the qpaestionnaire) for which the responses were 
scored on a 7-point continuum. The ends of the continuum were 
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identified as Strongly Agree and Strongly Disagree or 
Strongly Favorable and Strongly Unfavorable. Scores 
could range from a low of 12 to a "high of 34. 
Other social characteristics Age and tenure were 
determined to be direct answers to questions ascertaining 
this information. The respondents marital status was also 
determined and categorized into one of five standard cate­
gories. The choice of work location, on a continuum of 
urban to rural, by the home economist is used as an indi­
cator of probable feelings and attitudes toward different 
types of families. The choice of work location was de­
rived from the order in which the home economist wished to 
work in different extension units, under the hypothetical 
assumption that she would be required to work in each of 
the units at least for a year, but in the order she would 
choose. The descriptions of the units which constituted 
a verbal projection procedure, are included as Part IV in 
Appendix A. 
Professional development set 
The concepts operationalized in this set include: 
orientation toward people versus orientation toward things, 
subject matter area of degree and kind and amount of in-
service training received and knowledge and use of program 
development processes. 
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No direct measure of people-oriented versus thing-
oriented training is available in the data. A.s indicated 
in the previous chapter however, there has been a shifting 
in home economics from domestic slcill training to training 
which includes an increased concern for human and social 
relationships. The decade in which the home economist re­
ceived her degree is used as a proxy measure of relative 
people-oriented versus thing-oriented training. An addi­
tional measure of the respondent's orientation was derived 
from the subject matter area in which she had received her 
degree. The areas of training were placed on a continuum 
by two judges. The areas of sociology, psycnology and 
child development were rated as being the most person-
oriented. The areas of foods and nutrition, institution 
management, home management and household equipment were 
classified as being the most thing, or production-oriented. 
Home management does not fit this category particularly 
well, but the manner in which the data were collected re­
quired this "forcing" of the classification. This is not 
empirically serious as there were no respondents with an 
undergraduate degree in home management. 
The amount of in-service training was derived from 
response to a question asking for identification of spe­
cific types of training received within the five year per­
iod previous to the interview. Items used to measure 
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professional training concepts are 6, 9, and 11 of Part I 
of the questionnaire. 
Professional development processes A subset of the 
professional development set focuses on the knowledge and 
use of programming procedures which have been "taught" to 
the home economist as part of her orientation and in-
service training. Specific variables included the re­
spondent's knowledge of the social action construct, knowl­
edge of the basic social and economic situation in the as­
signed geographic area, and type and use of program planning 
committees. From the assumption that what one considers 
important shows in whatever one does often in spite of one­
self (23), respondents were also asked to indicate their 
perception of the importance of each of the four program 
areas within the extension educational program: agriculture, 
4-H and youth, home economics, and public affairs. 
Items used in these measurements were all included in 
Part II of the questionnaire. Knowledge of social action 
was measured by responses to items 95, 97 and 98; knowledge 
of the social and economic situation was evaluated by items 
38 through 48. Total possible points on the social and 
economic situation knowledge test were eighteen; pre­
determined ranges of accuracy accepted for each item can 
be found in the Appendix. 
Type of committee used as a planning group was inferred 
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from a compilation of the responses to items 88 through 
92. The priority importance of each of the four exten­
sion program areas as perceived by the extension home 
economist was measured by the response to item 53. 
Program performance set 
The concepts identified from these sets are related 
to the dependent variables—the program "out put" of the 
respondents. Measures are detailed here for program ap­
praisal, problem perception, empathy and ease of program­
ming. 
Program appraisal complex Within the agency set 
of the program performance sets are identified a multi­
plicity of persons with whom the agent must cooperate in 
program performance. Ideally, and theoretically, the pro­
gram effectiveness of the extension heme economist is the 
combined evaluation of all of the persons with whom she 
works (the agency set) and those whom she serves (the com­
munity set). Because of her accountability of the Area 
Extension Director as her administrator her program ef­
fectiveness as evaluated by the program appraisal of the 
Area Extension Director is utilized as a major measure of 
performance in the present study. The instrument used for 
this measure is included as Part III of Appendix A. Ten 
items are included in the instrument and were selected for 
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inclusion as representative of the several role expecta­
tions of the position of Extension Home Economist. Area 
Extension Directors responded on a seven point scale in­
dicating the degree to which the criteria within each item 
was met. The scoring of each item, with a possible range 
of 1 to 7 points, is the same item response and scoring 
technique as used by the Extension Home Economists in their 
responses to the Haire et (37) need scale- Scores 
were obtained for each Extension Home Economist for each 
item (range 1 to 7 points) as well as a summed total score 
of the ten items (range 10 to 70 points). 
Problem perception From Maslow's (64) study of 
exceptional people, whom he called self-actualized, the 
most common and universal aspect identified was that of 
their ability to see life clearly, to see it as it is rather 
than as they wish it to be. The self-actualized person's 
less distorted perception is what Maslow called a non-
judgmental type of perception. There are fewer distor­
tions from fears, false optimism, desires, anxieties or 
pessimism. 
It is from this notion that the perception of the at­
titudes and needs of others is included here as a measure 
of the Extension Home Economist's program performance. 
Arguments were proposed in the previous chapter supporting 
the need for an extension staff member to be able to identify 
71 
and understand significant problems of families in his area. 
The basic proposition is that the extent to which an ex­
tension home economist accurately perceives the problems of 
families determines her effectiveness in program performance. 
In addition to the degree to which the perception of prob­
lems of families relates to the reality to the situation, 
the quantity of problems perceived is also utilized as a 
measure of program performance. 
The Extension Home Economist's perception of problems 
of families was determined by requesting the respondent to 
read profiles of three family situations and to respond to 
the question: What in your estimation are the programs 
which these families need most, and in what order would you 
rank them? The descriptions of the family units which con­
stituted a verbal projection procedure are included as Part 
IV in Appendix A. 
The responses of the Extension Home Economists were 
compared to those of a panel of judges who responded to the 
same question after reading the same three profiles. The 
judges were selected as representative of perceptive pro­
fessionals who are working with families. From the analysis 
determining the extent to which the judges agreed in their 
comparative judgments, the problems which received the 
highest ratings by the judges for each of the family pro­
files are assumed to correspond the closest with the reality 
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of the family situation. A frequency count of the number 
of problems identified for each of the three families as 
well as a summed total were used as an indicant of the 
quantity of problems perceived. 
Feelings toward diverse audiences It was observed 
in the previous chapter that the first step in "programming 
for people" is that the Extension worker himself identify 
and understand the problems of families in his area. Since 
empathy is to some degree a type of understanding and is by 
definition putting one's self into another's situation, it 
would follow that empathy for a specific type of family 
or of all types of families would determine an agent's 
effectiveness in program performance. It can also be 
posited that the extent to which an agent perceives spe­
cific types of families easier to "program for" than other 
types of families would be a determinant of program ef­
fectiveness. Thus, empathy and ease of programming are 
utilized as measures of program performance. 
The empathy expressed toward specific family situa­
tions (the hypothetical family units described earlier in 
this chapter) was measured by the Extension Home Economist's 
response to Item 103, included in Part II of the question­
naire. The extent to which ease was exhibited by the home 
economist for perception of problems of each of the three 
family groups was measured by Item 102, also included in 
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Part II of the questionnaire. 
Generation of Hypotheses 
Within this section, the relationships between the 
concepts which were identified in the previous section as 
elements within the theoretical development sets are stated. 
The general hypotheses are stated as: 
G.H. 1 There will be a relationship between selected 
elements which contribute to the development 
of the personhood and the program performance 
of the Extension Home Economist.^ 
G.H. 2 There will be a relationship between 
selected elements which contribute to the pro­
fessional development of the Extension Home 
Economist and the program performance of the 
Extension Home Economist. 
The elements within each of the theoretical sets— 
personhood, professional, and program development—have been 
identified and measures described for each have been in­
cluded in the previous sections of this chapter. The ele­
ments are summarized as follows. Letter codes have been 
attached to those elements for which scores or indexes are 
submitted for analysis. 
^To avoid redundancy and to make the thesis more read­
able, it will be assumed that the null hypothesis has been 
rejected in all cases and the alternative has been stated. 
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Elements in Persorihood Development Set 
I. Need Complex : 
A. Total need fulfillment 
a. fulfillment of security need 
b. fulfillment of social need 
c. fulfillment of esteem need 
d. fulfillment of autonomy need 
e. fulfillment of self-actualization need 
B. Total need satisfaction 
f. satisfaction of security need 
g. satisfaction of social need 
h. satisfaction of esteem need 
i. satisfaction of autonomy need 
j. satisfaction of self-actualization need 
C. Total need importance 
k. iit^rtance of security need 
1. importance of social need 
m. importance of esteem need 
n. importance of autonomy need 
o. in^rtance of self-actualization need 
II. Family of Orientation Complex; 
D. Family income level 
2. Urbanism of family residence 
III. Referent Complex: 
F. Isolated referents 
G. Differentiated referents between program levels 
Referent opinion values (no total score) 
p. Program committee 
q. County extension council 
r. County extension director 
s. Program leaders 
t. Area extension staff 
u. Area Extension Director 
V. Other home economists 
IV. Attitudinal Complex: 
H. Attitude toward social change 
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V. Other social characteristics: 
I. Age 
J. Tenure 
K. Marital status 
L. Urbanism of location choice 
M. Order of location choice 
Elements of Professional Development Set 
I. Professional Training Ccanplex: 
A. Decade of degree 
B. Subject of degree 
C. In-service training 
II. Professional Programming Processes 
D. Knowledge of social action 
E. Knowledge of social-economic base 
F. Committee type 
G. Perception of program importance, agriculture 
H. Perception of program importance, 4-H and youth 
I. Perception of program importance, home economics 
J. Perception of program importance, public affairs 
Elements of Program Performance Sets 
I. Program Appraisal Ccattplex: 
A. Total appraisal of program performance 
a. Programs for significant problems 
b. Understands geographical area 
c. Understands subject-matter area 
d. Appropriate leader involvement 
e. Adjusts to changing needs 
f. Enipathy 
g. Displays self-confidence 
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h. Motivation 
i. Accepts social change 
j. Uses human relations skills 
II. Problem Perception Complex: 
B. Reality of problem perception 
k. Family I (rural) 
1. Family II (migrant) 
m. Family III (suburban) 
C. Quantity of problem perception 
n. Family I 
o. Family II 
p. Family III 
III. Feelings Toward Diverse Audiences: 
D. Empathy for Family I 
E. Empathy for Family II 
F. Empathy for Family III 
G. Ease of programming for Family I 
H. Ease of programming for Family II 
I. Ease of programming for Family III 
From this summary of elements, subhypotheses which re­
late to each of the general hypotheses can be derived. Those 
which relate to G.H. 1 are:^ 
S.H. 1 There will be a relationship between the con­
cepts within the need complex and the program 
performance appraisal complex of the Extension 
Home Economist. 
^General hypotheses are identified by the symbol "G.H.", 
and subhypotheses are designated by the symbol "S.H." 
s.H. 3 
S.H. 4 
S.H. 5 
S.H. 6 
S.H. 7 
S.H. 8 
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There will be a relationship between the con­
cepts within the need complex and the problem 
perception complex of the Extension Home 
Economist. 
There will be a relationship between the con­
cepts within the need complex and the feelings 
toward diverse audiences of the Extension Home 
Economist. 
There will be a relationship between the con­
cepts within the family of orientation complex 
and the program performance appraisal complex 
of the Extension Home Economist. 
There will be a relationship between the con­
cepts within the family of orientation complex 
and the problem perception complex of the 
Extension Home Economist. 
There will be a relationship between the con­
cepts within the family of orientation complex 
and the feelings toward diverse audiences of 
the Extension Home Economist. 
Tiiere will be a relationship between the con­
cepts within the referent complex and the pro­
gram performance appraisal complex of the 
Extension Home Economist. 
There will be a relationship between the 
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concepts within the referent complex and the 
problem perception complex of the Extension 
Home Economist. 
S.H. 9 There will be a relationship between the con­
cepts within the referent complex and the feel­
ings toward diverse audiences of the Extension 
Home Economist. 
S.H. 10 There will be a relationship between the con­
cepts within the attitudinal complex and the 
program performance appraisal complex of the 
Extension Home Economist. 
S.H. 11 There will be a relationship between the con­
cepts within the attitudinal complex and the 
problem perception complex of the Extension 
Home Economist. 
S.H. 12 There will be a relationship between concepts 
within the attitudinal complex and the feelings 
toward diverse audiences of the Extension 
Home Economist. 
S.H. 13 There will be a relationship between selected 
social characteristics and the program per­
formance appraisal complex of the Extension 
Home Economist. 
S.H. 14 There will be a relationship between selected 
social characteristics and the problem 
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perception complex of the Extension Home 
Economist. 
S.H. 15 There will be a relationship between selected 
social characteristics and the feelings toward 
diverse audiences of the Extension Home 
Economist. 
Using the letter code identified with each of the scores 
or indexes which relate to concepts within the elements as 
summarized on pages 74-76, the empirical hypotheses subject 
to test can be schematically arranged. Figure 3 summarizes 
the hypotheses which test the relationship between elements 
of the personhood development set and elements of the pro­
gram performance sets (G-H. 1, S.H. 1 through S.H. 15). 
There are a total of 875 relationships hypothesized. 
Those hypotheses which related to G.H. 2 are: 
S.H. 15 There will be a relationship between the con­
cepts within the professional training complex 
and the program appraisal complex of the 
Extension Home Economist. 
S.H. 17 There will be a relationship between the con­
cepts within the professional training complex 
and the problem perception complex of the 
Extension Home Economist. 
S.H. 13 There will be a relationship between the con­
cepts within the professional training complex 
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Dependent Variables 
Program Problem Feelings Toward 
Appraisal Perception Diverse Audiences 
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Figure 3- Schematic representation of general hypothesis 1 
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and the feelings toward diverse audiences of 
the Extension Home Economist. 
S.H. 19 There will be a relationship between the con­
cepts within the professional programming 
process complex and the program appraisal com­
plex of the Extension Home Economist. 
S.H. 20 There will be a relationship between the con­
cepts within the professional programming 
process complex and the problem perception 
complex of the Extension Home Economist. 
S.H. 21 There will be a relationship between the con­
cepts within the professional programming 
process complex and the feelings toward diverse 
audiences of the Extension Home Economist. 
Figure 4 summarizes the hypotheses which test the re­
lationship between elements of the professional development 
set and the program performance sets (G.H. 2, S.H. 16 through 
21). There are a total of 250 relationships hypothesized. 
The analysis of the hypothesized relations nips will be 
discussed in the next chapter. As was noted earlier, the 
data available in this study permit only partial testing of 
the total theoretical model. It has been the intent and 
purpose of this chapter to identify relevant concepts from 
the theoretical framework for study and to detail the op­
erational measures for each of these concepts. 
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Dependent Variables 
Program Problem Feelings Toward 
Appraisal Perception Diverse Audiences 
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Figure 4. Schematic representation of general hypothesis 2 
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ANALYSIS OF DATA 
The findings related to the hypotheses are presented 
in this chapter. As a preface to this presentation it may 
be recalled that the respondents constitute the universe of 
this study. The condition eliminates error due to sampling 
but it does not eliminate error due to measurement. 
The procedures and results of determining the scaling 
properties of the items in the need scale, the attitude 
toward social change, and the performance appraisal scale 
are presented below. Following this section the results of 
the hypothesis testing are presented in narrative form. 
The intercorrelation data are presented in tabular form in 
Appendix E. In addition, the means and standard deviations 
for all variables are included in Appendix C. 
Properties of Scales 
It is noted by Warren et al. (105) that one of the 
most important properties of a scale in the social sciences 
is additivity. The recommended measures of linearity of 
items within a scale are the correlation coefficient (r^^) 
the coefficient of reliability (r^^), the average inter-
correlations coefficient and the intercorrelations 
among the items (r^j). The criteria for determining each 
measure are as follows: 
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(1) A comparison between the minimum acceptable 
item total correlation coefficient (r^t.) the 
calculated r^^'s of each scale based on the field 
sample. The minimum acceptable item total cor­
relation is defined as where n is the 
total number of items in the given dimension. The 
minimum item-total correlation coefficient (rj_t) 
may serve as a quasi significance test of 
linearity. 
(2) The magnitude of the coefficient of relia­
bility (rtt) defined as: 
^ n (r) 
tt 1 + (n - 1) (r) 
where n = the number of items and r is the average 
intercorrelation among the items. 
(3) The magnitude of the average intercorrelation 
coefficient (r\j). 
(4) The magnitude of a majority of the intercor-
relations (r%j) among the items of each scale. 
High magnitude of item-total correlation (r^t,) ' 
the coefficient of reliability (r-ft) ' the co­
efficient of average intercorrelations (rij) and 
of the correlation coefficients ) can be con­
sidered as evidence that the items xn a scale are 
linearly related (105, pp. 14-15). 
Such calculations were made for the twelve-item atti­
tude toward social change scale, the ten-item program ap­
praisal scale and for the several scores within the indi­
vidual need complex. Resultant computations are presented 
in Appendix D. All items within the attitude toward social 
change and the performance appraisal scales met the cri­
teria as outlined. 
Difficulty was encountered when applying the criteria 
to the several scores within the need complex since the in­
dividual needs were measured by either one, two or three 
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items. Concern is expressed regarding the examination of 
the social need, especially the satisfaction of the social 
need. The social need is measured by two items, one of 
which performed satisfactorily in the measurement of ful­
fillment, the other in the measurement of satisfaction, and 
both met the minimum acceptable item-total correlation for 
the measurement of importance making elimination of a single 
item improbable. Because the number of respondents was 
limited to sixty-seven, all items in all scales were re­
tained for analysis. 
Personhood Developnent and Program Performance 
Elements isolated for study in the previous cnapter 
for the personhood set and the order in which the results 
will be reported herein are: the need complex, the family 
of orientation complex., the referent complex, the attitudinal 
complex, and selected social characteristics. Reported here 
are significant relationships between those independent 
variables and the following dependent variables from the 
program performance sets: program appraisal, problem per­
ception, and feelings toward diverse audiences. 
Need complex and program appraisal 
Identified within the need complex and reported in the 
following order are these measures: need fulfillment, need 
satisfaction, and need importance. Reported also are 
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relationships associated with each of the five individual 
needs: security, social, esteem, autonomy and self-actualiza­
tion. 
Program appraisal is the component of the study based 
on appraisal of each respondent's programming ability by the 
Area Extension Directors. Reported will be relationships 
associated with the total appraisal as well as individual 
items within the appraisal related to particular programming 
functions. 
Table 2 summarizes the relationships significant at 
the .01 and .05 levels.^ 
Of the total possible 193 relationships between the 
need complex independent variable and the program appraisal 
dependent variable, 89 were found to be significant at 
either the .01 level or the .05 level. Of the possible 56 
relationships between need fulfillment and program appraisal, 
a total of 42 were found significant; 18 at the .01 level 
and 24 at the .05 level. There were no significant relation­
ships found between need satisfaction and program appraisal. 
Of the possible 66 relationships between need importance and 
program appraisal, 47 were found significant; 20 at the .01 
level and 27 at the .05 level. 
^Tabular values of significant correlation coefficients 
at the .01 level and the .05 level with 65 degrees of freedom 
are .313 and .241, respectively. Tabular values will not be 
repeated within the chapter. 
Table 2. Significant relationships between the need complex and program appraisal^ 
Program Appraisal^ 
Need Total Sign. Knowl . Of Involve Adjust Emp­ Self Moti­ Attitude Hu. 
Complex prob. Geog. Subj . leaders chg. athy confid. vation to change rel. 
area area 
NEED FUL­
FILLMENT: 
total ** ** * * * * ** * * * ** 
security ** ** * * ** * ** •k* * •k 
social ** ** * ** * * 
esteem * ** •k 
autonomy * * * 
self- ** X * * * ** ** * •k •k* 
act ' zation 
NEED SATIS 
FACTION: (no significant relationships) 
NEED IM­
PORTANCE : 
total ** ** ** ** ** * * •k * k k k 
security * 
social ** * •k * ** * * * •k 
esteem •k -k * * * ** * "k • * * k-k 
autonomy ** * * ** * •k 
self- •k-k ** * * ** * ** * ic • •k-k * 
act 'zation 
^The complete table of correlation values is included in the Appendix. The 
double asterisk indicates significance at the .01 level and the single asterisk 
indicates significance at the .013 level. 
^The complete statement of the items included in the total appr. lisal scale 
are identified in the previous chapter. 
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In the cases of need fulfillment and need importance, 
significant relationships were found (at either the .01 or 
the .05 level) between the measures of total fulfillment and 
total importance and all measures of program appraisal— 
total appraisal and each item within that total. 
Total program appraisal was found to be significantly 
related to total need fulfillment at the .01 level, and with 
the fulfillment of the individual needs of social, security, 
and self-actualization at the same level. The relationship 
between total program appraisal and the individual need of 
esteem was significant at the .05 level. Of the five needs 
measured only the fulfillment was found not to be signifi­
cantly related to program appraisal. 
Total program appraisal was found to be significantly 
related to total need importance at the .01 level, and with 
the importance of the individual needs of esteem, self-
actualization, and social at the same level. There was no 
significant relationship between the individual needs of 
security and autonomy with total program appraisal. 
Need complex and problem perception 
Significant relationships at the .01 level using com­
ponents of need fulfillment, satisfaction and importance 
and problem perception were found between : 
a) fulfillment of security need and the number of 
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problems perceived for the hypothetical rural family with 
-.3502 the calculated value. The relationship implies that 
those respondents whose need of security was most fulfilled 
were likely to identify the least number of problems for 
the hypothetical rural family. 
b) satisfaction of security need and total number of 
problems perceived (for three hypothetical families) with 
.3883 the calculated value. 
c) satisfaction of security need and number of problems 
perceived for the hypothetical rural family with .4226 the 
calculated value. 
d) satisfaction of security need and number of problems 
perceived for the hypothetical migrant family with .3422 the 
calculated value. 
Significant relationships at the .05 level using com­
ponents of need fulfillment, satisfaction and importance 
and problem perception were found between: 
a) fulfillment of security need and total number of 
problems perceived (for three hypothetical families) with 
-.2968 the calculated value. The relationship was negative 
implying that the respondents whose need of security was 
most fulfilled were likely to identify the smallest total 
number of problems for all hypothetical families. 
b) fulfillment of security need and number of problems 
perceived for the hypothetical migrant family with -.2786 the 
calculated value. The negative value implies that the 
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respondents whose need of security was most fulfilled were 
likely to identify the least number of problems for the 
hypothetical migrant family. 
c) total need satisfaction and reality of perception 
for hypothetical suburban family with .2407 the calculated 
value. 
d) satisfaction of esteem need and reality of percep­
tion for hypothetical suburban family with .2447 the cal­
culated value. 
In summary, there was only one total score as an in­
dependent variable which had a significant relationship with 
a dependent variable; total need satisfaction with the 
reality of problem perception for the hypothetical suburban 
family. The other seven significant relationships were be­
tween independent variables of individual needs and dependent 
variables of problem perception measures; six relationships 
involved the security need, one involved esteem need. Of 
the possible 144 relationships, these eight were found sig­
nificant. 
Need complex and feelings toward diverse audiences 
Significant relationships at the .01 level using com­
ponents of need fulfillment, satisfaction and importance 
and feelings toward diverse audiences were found between: 
a) satisfaction of social need and ease of programming 
91 
for "hypothetical migrant family with -.3229 the calculated 
value. The relationship implies that those respondents 
whose social need was most satisfied were likely to perceive 
the least amount of ease of programming for the hypothetical 
migrant family. 
Significant relationships at the .05 level using com­
ponents of need fulfillment, satisfaction and importance 
and feelings toward diverse audiences were found between; 
a) fulfillment of autonomy need and empathy for hy­
pothetical suburban family with -.2851 the calculated value. 
The relationship was negative implying that those respondents 
whose need of autonomy was most fulfilled were likely to 
indicate the least amount of empathy for the hypothetical 
suburban family. 
b) importance of social need and ease of programming 
for hypothetical rural family with .2849 the calculated 
value. 
Of the possible 108 relationships, three were found to 
be significant; all involved individual needs rather than 
total scores among the independent variables. Two of those 
relationships involved the social need; one the need for 
autonomy. 
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Family of orientation and program performance 
There was one significant relationship between family 
of orientation complex and the program appraisal complex. 
Significance at the .05 level was found between : 
a) family income level and use of good human relations 
skills (an item within the Area Extension Director's program 
appraisal) with .3026 the calculated value. 
Of the possible fifty relationships between family of 
orientation and the three complexes within program perform­
ance, this was the only one found to be significant. There 
were no significant relationships found between family of 
orientation and either problem perception or feelings toward 
diverse audiences. 
Referent complex and program appraisal 
Significant relationships at the .01 level using com­
ponents of the referent complex and program appraisal (by 
the Area Extension Directors) were found between: 
a) differentiated referents between program levels and 
total program appraisal with .3238 the calculated value. 
b) differentiated referents between program levels and 
ability to program toward significant problems with .3259 the 
calculated value. 
c) differentiated referents between program levels and 
involvement of leaders and referent persons with .3528 the 
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calculated value. 
d) differentiated referents between program levels and 
self confidence displayed with .3428 the calculated value. 
Significant relationships at the .05 level using com­
ponents of the referent complex and program appraisal were 
found between: 
a) differentiated referents between program levels and 
understanding the geographic area with .2855 the calculated 
value. 
b) differentiated referents between program levels and 
understanding of subject-matter area with .3082 the calculated 
value. 
c) differentiated referents between program levels and 
ability to adjust programs to changing needs with .3013 the 
calculated value. 
d) differentiated referents between program levels and 
appraised motivation with .2619 the calculated value. 
e) opinion value held of program leader and appraised 
adaptation to social change with -.2659 the calculated value. 
The negative value implies tiiose respondents who held a high 
opinion value of the program leader were appraised by the 
Area Extension Director to be least adaptable to social 
change. 
Of the nine relationships found significant between the 
referent complex and program appraisal, eight involved 
94 
differentiated referents as the referent complex variable 
and one was related to opinion value of an individual or 
group. Four of the nine were significant at the .01 level 
while five were significant at the .05; 99 relationships 
were hypothesized. 
Referent complex and problem perception 
Significant relationships at the .01 level using com­
ponents of the referent complex and the problem perception 
complex were found between: 
a) opinion value held of program committee and total 
number of problems perceived (for three hypothetical fam­
ilies) with -.3818 the calculated value. The relationship 
implies that those respondents who held a high opinion value 
of the program committee were likely to identify the smallest 
total number of problems for all h^t'pothetical families. 
b) opinion value held of program committee and number 
of problems perceived for hypothetical rural family with 
-.3132 the calculated value. The relationship was negative 
implying that those respondents who held a high opinion 
value of the program committee were likely to identify the 
least number of problems for the hypothetical rural family. 
c) opinion value held of program committee and number 
of problems perceived for hypothetical migrant family with 
-.3651 the calculated value. The negative value implies 
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that those respondents who held a high opinion value of the 
program committee were likely to identify the least ntimber 
of problems for the migrant family. 
d) opinion value held of the area extension staff and 
problems perceived for hypothetical migrant family with 
.3585 the calculated value. 
Significant relationships at the .05 level using com­
ponents of the referent complex and the problem perception 
complex were found between: 
a) opinion value held of program committee and the 
total reality of problem perception (for three hypothetical 
families) with -.2627 the calculated value. The relation­
ship implies that those respondents who held a high opinion 
value of the program committee identified the least number 
of problems for all hypothetical families which conformed to 
the reality of the situations. 
b) opinion value held of the County Extension Director 
and the number of problems perceived for the hypothetical 
rural family with .2581 the calculated value. 
c) opinion value of the program leader and the reality 
of perception for hypothetical suburban family with .2515 
the calculated value. 
d) opinion value held of the area extension staff and 
the reality of perception for hypothetical rural family 
with .2904 the calculated value. 
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e) opinion value held of the area extension staff and 
the total number of problems perceived (for the three hy­
pothetical families) with ,2705 the calculated value. 
f) opinion value of other home economists and the 
reality of perception for hypothetical suburban family with 
.2844 the calculated value. 
Of the 72 possible relationships between the referent 
complex and the problem perception complex, ten were found 
to be significant. All relationships dealt with opinion 
value rather than diversity of isolated referents; 4 of the 
10 isolated the opinion value of the program committee, 3 
included the area extension staff, and 1 each the program 
leader, county extension director and other home economists. 
Referent complex and feelings toward diverse audiences 
There were no significant relationships at the .01 level 
between variables of these two complexes. 
Significant relationships at the .05 level using com­
ponents of the referent complex and feelings toward diverse 
audiences were found between: 
a) opinion value held of the programming committee and 
ease of programming for the hypothetical migrant family with 
-.2785 the calculated value. The relationship was negative 
implying that those respondents who held a high opinion value 
of the program committee were likely to perceive the least 
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amount of ease of programming for the hypothetical migrant 
family. 
b) opinion value held of the programming committee and 
ease of programming for the hypothetical suburban family 
with .2671 the calculated value. 
c) opinion value held of county extension council and 
ease of programming for hypothetical migrant family with 
-.2707 the calculated value. The negative value implies 
that those respondents who held a high opinion value of 
the county extension council were likely to perceive the 
least amount of programming ease for the hypothetical 
migrant family. 
d) opinion value held of program leader and empathy 
for hypothetical suburban family with -.2471 the calculated 
value. The relationship implies that those respondents who 
held a high opinion value of the program leader were likely 
to perceive the least amount of empathy for the hypothetical 
suburban family. 
Of the 54 possible relationships between components of 
the referent complex and feelings toward diverse audiences, 
four were found to be significant at the .05 level; none at 
the .01 level. The referent complex component in the four 
instances was opinion value of an individual or group; two 
the program committee, one the county extension council, and 
one the program leader. Three of the four relationships were 
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negative. 
Attitudinal complex and program appraisal 
Significant relationships found at the .01 level using 
the attitude complex and program appraisal were found be­
tween : 
a) attitude toward social change and understanding of 
geographical area (an item within the Area Extension Director's 
program appraisal) with .3430 the calculated value. 
b) attitude toward social change and appraised adapta­
tion to social change with .3674 the calculated value. 
Significant relationships at the .05 level using the 
attitude complex and program appraisal were found between: 
a) attitude toward social change and total program 
appraisal with .2822 the calculated value. 
b) attitude toward social change and understanding the 
subject-matter area with .2572 the calculated value. 
There were no significant relationships found between 
attitudinal complex and the two other complexes within the 
dependent variables; problem perception and feelings toward 
diverse audiences. 
Of the possible 10 relationships between the attitudinal 
complex and program appraisal (by the Area Extension Director) 
four were found significant; two each at the .01 level and 
.05 level. Relationships were noted as significant between 
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the attitudinal complex and the total appraisal score as 
well as three appraisal items. 
Other social characteristics and program performance 
There were no significant relationships found between 
selected social characteristics of age, tenure, marital 
status, urbanism of location choice and order of location 
choice and program performance appraisal of the Area Ex­
tension Director. 
There were no significant relationships found at the 
.01 level between any of these social characteristics and 
problem perception or feelings toward diverse audiences. 
However, significant relationships at the .05 level were 
found between: 
a) tenure and total number of problems perceived (for 
the three hypothetical families) with -.2405 the calculated 
value. The relationship was negative implying those re­
spondents with the greatest amount of tenure were likely 
to identify the smallest total number of problems for all 
hypothetical families. 
b) tenure and number of problems perceived for the 
hypothetical migrant family with -.2936 the calculated value. 
The negative value implies that those respondents with the 
greatest amount of tenure were likely to identify the least 
number of problems for the hypothetical migrant family. 
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c) urbanism of location and number of problems 
for the hypothetical migrant family with -.2787 the calcu­
lated value. The relationship implies that those respondents 
who would choose an urban location for employment were likely 
to identify the least number of problems for the hypothetical 
migrant family. 
d) order of location choice and number of problems 
perceived for the hypothetical suburban family with .2531 
the calculated value. 
e) age and ease of programming for the hypothetical 
rural family with .2934 the calculated value. 
f) tenure and ease of programming for hypothetical 
rural family with .2881 the calculated value. 
g) tenure and ease of programming for the hypothetical 
migrant family with -.2877 the calculated value. The re­
lationship was negative iir^lying that those respondents with 
the greatest tenure were likely to perceive the least amount 
of ease of programming for the hypothetical migrant family. 
h) order of location choice and perceived empathy for 
hypothetical migrant family with -.2478 the calculated value. 
The negative value implies that those respondents who would 
choose employment in a progression of rural to urban were 
likely to perceive the least amount of empathy for the 
hypothetical migrant family. 
In summary, there were no relationships found 
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significant at the .01 level with any of the social char­
acteristics and any of the program performance variables. 
Eight significant relationships at the .05 level were found 
between social characteristics and problem perception and 
feelings toward diverse audiences. 
Summary: personhood development and program performance 
In total, fifty-three relationships were found signifi­
cant at the .01 level and eighty-three at the .05 level be­
tween the variables involved in personhood development and 
program performance. There were 875 hypothesized. 
Professional Development and Program Performance 
As we noted in the previous chapter, the variables iso­
lated as indicative of the professional training complex of 
the Extension Home Economist are : decade in which the de­
gree was granted, subject-matter in which the degree was 
granted and the frequency of in-service training. 
Also included in the professional development set are 
what have been identified as professional programming 
processes: knowledge of social action processes, knowledge 
of the social and economic base, program committee type, 
and perceived importance of the program areas. 
Program performance variables are those of : program 
appraisal (by the area extension director), problem per­
ception, and feelings toward diverse audiences. 
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Professional training and program performance 
There was only one relationship found to be significant 
at either the .05 or the .01 level and that was at the .01 
level between the subject-matter area in which the degree 
was granted and the perceived empathy for the hypothetical 
migrant family with -.3339 the calculated value. The re­
lationship implies that those respondents whose subject-
matter area of training was more "production oriented" than 
"people oriented" were likely to perceive the least amount 
of empathy for the hypothetical migrant family. 
Professional programming processes and program performance 
Knowledge of social action processes and program 
appraisal Significant relationships at the .05 level 
involving variables within social action processes and pro­
gram appraisal were found between: 
a) knowledge of social action processes and appraised 
ability to program toward significant problems (an item from 
the area extension director appraisal) with .2732 the cal­
culated value. 
b) knowledge of social action processes and appraised 
understanding of the geographic area with .3075 the calculated 
value. 
c) knowledge of social action processes and appraised 
ability to adjust programs to changing needs with .2582 the 
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calculated value. 
d) knowledge of social action processes and appraised 
motivation with .2905 the calculated value. 
There were no relationships found to be significant at 
the .01 level between knowledge of social action processes 
and the program appraisal by the area extension director. 
Knowledge of social action processes and problem per­
ception One relationship at the .05 level was found 
between : 
a) knowledge of social action processes and number of 
problems perceived for the hypothetical migrant family with 
.2487 the calculated value. 
Knowledge of social and economic base and program per­
formance There were no relationships found between 
knowledge of the social and economic base and the program 
performance of the Extension Home Economist as appraised 
by the area extension director. Nor were there any relation­
ships noted as significant between knowledge of social and 
economic base and the variables associated with the percep­
tion of problems of families or empathy felt toward diverse 
audiences. A significant relationship was found at the .05 
level between: 
a) knowledge of the social and economic base and per­
ceived ease of programming for the rural hypothetical family 
with -.2553 the calculated value. The relationship was 
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negative implying that those respondents with the greater 
knowledge of the social and economic base were likely to 
identify the least number of problems for the hypothetical 
rural family. 
Committee type and program performance Of the three 
complexes involved in program performance set (program ap­
praisal, problem perception and feelings toward diverse 
audiences), one significant relationship was found between 
the committee type and the reality of problem perception. 
Significant at the .05 level was the relationship between: 
a) committee type and reality of problem perception 
for the hypothetical rural family with .2531 the calculated 
value. 
Program importance and appraisal performance In the 
analysis of the importance given to each of the four program 
areas within the Extension educational program (agriculture, 
home economics, 4-H and other youth and public affairs) and 
the total scores of the appraisal by the Area Extension 
Directors, there were no significant relationships found. 
It can be noted, however, that 89.5% of the respondents 
designated the agricultural program as least important, 
while 65% of the respondents identified home economics as 
the most important. 
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Summary: professional development set and program performance 
set 
Of the variables associated with professional training, 
one relationship was found to be significant to program per­
formance and that was the subject-matter area of training 
as related to the empathy perceived for the hypothetical 
migrant family. There were 75 relationships hypothesized 
between professional training and program performance. 
Of the 325 relationships hypothesized between profes­
sional programming processes and program performance, one was 
significant at the .01 level and seven were found to be sig­
nificant at the .05 level. Measures of social action 
processes were involved in five relationships, knowledge of 
social and economic base in one relationship, and committee 
type in one relationship. 
Included in the Appendix are correlation coefficients 
between all variables in Personhood Development, Profes­
sional Development, and Program Performance Sets. Relation­
ships significant at the .01 and .05 levels as discussed in 
this chapter are identified. Implications of these relation­
ships are discussed in the next chapter. 
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DISCUSSION AND SUMMARY 
The theoretical framework of this study proposed a re­
lationship between two independent variable complexes (the 
personhood set and the professional developnent set) and 
the dependent variable complex (the performance set). This 
theoretical framework was operationalized into two general 
hypotheses and 21 specific hypotheses with multiple sub-
relationships which could be tested for significance. The 
purpose of this chapter is to discuss the total research 
effort from the post-analysis perspective, suggest impli­
cations for future research and summarize the study. 
A General Discussion 
Limitations 
The present research grew out of an earlier effort by 
the author using the same basic data source which focuses 
on the relationship of behavioral factors (such as need ful­
fillment, family of orientation and age and tenure) and the 
ability to perceive the problems of families. That effort 
stimulated additional thinking about the possible relation­
ships which might exist between the attributes of the home 
economist and her program performance. Thus it was decided 
to continue the basic research effort for this dissertation. 
The major elements which were new in this effort included an 
external measure of the extension home economist's 
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performance, the development of a conceptual framework, the 
testing for scalability of scales used in the previous work 
but which had only been assumed to scale, and the use of the 
correlation statistic for hypotheses testing. Data which 
had not been utilized before were included and relationships 
which had not been conceived before were tested. From a 
post-analysis perspective certain limitations become evi­
dent. These limitations are noted here as background and 
caution in interpreting the results. 
The development of the conceptual model, though still 
unrefined, was the major breakthrough for the author in at­
tempting to organize and articulate the factors involved 
in determining the performance of the extension home econo­
mist. After the model was developed, the limitation to fully 
test the model due to the characteristics of the universe of 
the respondents and the available data became very apparent. 
Since a major concern was with the extent to which the need 
complex would relate to program performance, the decision 
was made to operationalize the model with the available data 
for the purpose of developing additional insight and viable 
suggestions which would contribute to the potential success 
of new research by other investigators. 
The conceptual model, with all its limitations, was too 
powerful for the available data in many instances. For ex­
ample, there were no data to determine the respondent's 
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attitude toward change during her formative years, only in 
her present situation. There were no data to compare the 
perceptions of her referents to determine the relationship 
between their perceptions and hers. In fact, there was no 
way to determine whether the "referents" would have even 
acknowledged a quality of interaction which would have sub­
stantiated her claim that they were referents. 
A major limitation of the universe (the Iowa Extension 
Home Economists) for testing the relationship between several 
of the personhood and most of the professional development 
variables and program performance was the basic homogeneity 
of the universe, i.e., lack of, or relatively low variance. 
Thus, for example, most of the respondents in this study 
came from a family of orientation which could be categorized 
as middle class and rural. This is not intended as a 
criticism, only a reality which limits the opportunity to 
fully test the conceptual model. 
A final limitation which flows from the above was the 
inability to utilize such statistical procedures as multi­
ple regression or path analysis. The model clearly sug­
gests the need for both the quantity and quality of data to 
try to test the possible linkages. Given the "stretching" 
which was done in some instances to obtain an operational 
measure of the variables examined in the study it did not 
seem wise to use statistical procedures, which like the 
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model itself, would overwhelm the data. 
The following section is an attempt to discuss the 
tentative inferences which may be derived from the findings 
and to "tease out" those specific relationships which seem 
to raise some interesting questions to ponder and which may 
be suggestive of additional research efforts. 
Discussion of Findings 
Personhood development and program performance 
The basic hypothesis was to test the thesis that the 
type of person an individual is—the personhood he has de­
veloped—affects the kinds of performance he exhibits in the 
work situation in which he is employed. The developmental 
inputs studied in this research included individual needs, 
family of orientation, reference persons, attitudes and 
other personal and social characteristics such as age and 
tenure. 
The Extension Home Economist's program performance was 
measured through three variable complexes: a performance 
appraisal by the Area Extension Director, her ability to 
perceive problems of different families and her identifica­
tion with diverse audiences. 
Studied inspection of the findings cited in the previous 
chapter as well as Appendix E reveals that of all the total 
scores of the different variable complexes (independent and 
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dependent) tested in this study, those between the individual 
needs and the performance appraisal by the Area Directors 
were the most consistent and the strongest. It is on this 
"group of findings" that this discussion will center. Not 
only was this area the basic "search" of this study, but it 
was also—in essence—the basic "finding". 
The conceptual framework of the study posited a rela­
tionship between the fulfillment and importance of individual 
needs and effectiveness in program performance. The data 
supported this relationship in the case of the Area Exten­
sion Director's appraisal, thus suggesting that those home 
economists who perceive their individual needs to be to some 
extent fulfilled and who also consider these needs important 
are those who were appraised as being most effective by the 
Area Extension Director. There were no significant correla­
tions between need satisfaction and performance as measured 
by the Area Director's appraisal. 
Based on the assumptions that a completely filled need 
is not a motivator, and that the nonmotivated are least ef­
fective, the posited outcome was an inverse relationship 
between need satisfaction and appraisal. An increase in 
satisfaction up to and including complete satisfaction would 
be related to a decrease in appraised effectiveness. Thus 
we tentatively support the proposition that a person's needs 
must be becoming fulfilled, but not completely fulfilled. 
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and that further the needs must be important to the person. 
Too little fulfillment leads to frustration and too much 
leads to a satisfaction level which decreases motivation. 
In addition to the findings which related to total need 
fulfillment, satisfaction and importance, observation of the 
separate scores for each of the five individual needs 
analyzed revealed some interesting additional relationships. 
Among three of the individual needs (social, esteem and 
autonomy), significant relationships with program appraisal 
are scattered and follow no pattern. 
The other two needs—security and self-actualization— 
deserve comment; not only because of the more consistent 
pattern of relationships, but also because of increasing 
popular concern about these two needs. 
The need of self-actualization was related to total 
appraisal in both fulfillment and importance at the .01 
level, and to each of the ten items in eighteen of twenty 
cases. Thus, it responded as expected with those persons 
who felt this need fulfilled and important to them appraised 
as effective by the Area Extension Director. Next to total 
fulfillment and importance scores, self-actualization can 
be considered a measure of completeness within individual 
needs since it is at the top of the hierarchy as proposed by 
Maslow (64). Therefore, fulfillment, especially of this 
need assumes nominal fulfillment of lower order needs. 
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Significant relationships were not found between ful­
fillment of self-actualization and appraised adjustment to 
social change and appraised self-confidence. Although such 
findings are not statistically significant, they do seem 
particularly relevent to Extension. If the assumption can 
be made that the agency is seeking to employ and provide 
employment experiences for the self-actualized person, the 
appraisal used of that person's effectiveness needs to cor­
respond to an appropriate definition of the self-actualized. 
If in fact, the self-actualized person occasionally lives 
"out-of-time and out-of-the world...which runs by laws he 
never made and which are not essential to his nature even 
though he has to live by them" (64, p. 198), the question 
arises as to whether or not he can be evaluated in terms 
of his "adjustment". The more basic notion which the Ex­
tension service needs to question is whether or not agents 
need to "adjust", and if this "adjustment" would increase 
the intensity of the homogeneity of the staff. 
In keeping with the popular notion that job security • 
is uppermost in an employee's mind and thus has a contribut­
ing effect on job performance, the individual need of 
security is isolated for discussion. Fulfillment of the 
need of security was significantly related to the total 
appraisal score and nine of the ten items within that score 
at either the .01 or the .05 level. The exception was the 
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appraised acceptance of social change leading one to believe 
that the Area Extension Directors saw the fulfillment of the 
security need as requisite to successful adaptation to social 
change. In the area of need importance, however, the need 
of security was not significantly related to total appraisal 
nor was it related to nine of the ten items within that 
score. Importance of security was related to the item 
measuring the appraisal of the home economist's appropriate 
use of leader involvement. Thus, those home economists who 
consider the need of security as important to them are not 
likely to be appraised by the Area Extension Directors as 
effective performers. 
In a comparison of the three measures related to the 
need complex (fulfillment, importance, and satisfaction) and 
program appraisal, there are a greater number of significant 
relationships between need importance and program appraisal 
than need fulfillment. If importance of a need can indicate 
a striving toward meeting that need, credence is found from 
these relationships to foster the argument that a fulfilled 
need is not a motivator. 
The "direction" which may be imputed to the relation­
ship between the need complex and the program appraisal by 
the area director is subject to question. Since the area 
director has major responsibility in employment selection 
of staff members, it is likely that those aspects of the 
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need complex which may "stow through" during the interview 
(e.g., security, autonomy and self-actualization) are given 
high preference in selection and are identified by the di­
rector in his evaluation of performance as a reinforcement 
of the soundness of his selection. The proportion of the 
respondents who had been selected by the area director who 
rated their performance is not known. It can also be noted 
that there was no significant relationship between the 
opinion value held by the respondent of the area extension 
director and the performance appraisal by the director. 
There were few (11 of 252) relationships found signifi­
cant of those posited between the need complex and the de­
pendent variable complexes of problem perception and feel­
ings toward diverse audiences. Those eleven included in­
dividual needs rather than total need fulfillment, satis­
faction or importance variables. 
The individual need of security was involved in six of 
the relationships—both fulfillment and satisfaction—and in 
both cases the dependent variables with which significant 
relationships were found were total number of problems per­
ceived, number of problems perceived for the rural family, 
and number of problems perceived for the migrant family. 
Fulfillment of security was inversely related to these 
three variables, while satisfaction of security was posi­
tively related to the same three variables, at either the 
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.01 or the .05 level. Thus, those home economists whose 
fulfillment of security is perceived as high, are likely 
to identify fewer problems—totally, for the rural family 
and for the migrant family. For the same family situations, 
those home economists who are satisfied with their need for 
security at whatever level, perceive the most problems for 
the same three families. Satisfaction of the need of se­
curity—but no other individual needs—is related to a de­
crease in problems perceived. 
In viewing the whole array of posited relationships 
between the individual need complex and the quantity and 
quality of problems perceived, it is disconcerting that only 
one relationship was found between the total need situation 
and the total problems perceived. Although the focus of 
home economics and home economics extension is the needs 
and problems of families, the ability to perceive these 
needs is not related according to these measures to the per­
ception of one's own needs. 
The family of orientation as a measure of personhood 
did not function well as a discriminating variable as there 
was only one measure in the program development set to 
which it was significantly related. As it has been noted, 
the homogeneity of the population studied limits the func­
tion of the variables. In an earlier study by the author 
(72), home economists who designated the middle income 
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range as representative of their family of orientation were 
85.7% of the population (72, p. 150). 
The referent complex followed no pattern as the signif­
icant relationships with program development were scattered. 
The number of referents designated between program levels 
was significantly related to total program appraisal and 
seven of the ten items while opinion values held of persons 
within the extension framework were not related to program 
appraisal. Scattered significant relationships were found 
between opinion values held and problem perception and feel­
ings toward diverse audiences. 
Attitude toward social change was related significantly 
to total program appraisal and to the appraised ability to 
adjust to social change. But it was not related to problem 
perception or to feelings toward diverse audiences. 
It seems, then, that attitude toward social change and 
multiplicity of referent persons is more highly related to 
the appraised performance of a staff member than to the 
operationally measured "action" program performance. 
Other social characteristics of age, tenure, marital 
status and location of employment choice were not signifi­
cantly related to program appraisal. There were, however, 
some interesting relationships similar to those posited be­
tween those social characteristics and problem perception 
and feelings toward diverse audiences. Number of problems 
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perceived decreases with tenure, ease of programming for the 
hypothetical rural family increases with age and tenure while 
ease of programming for the hypothetical migrant family de­
creases with tenure. Number of problems perceived for the 
hypothetical migrant family decreases, for the hypothetical 
suburban family increases and empathy for the hypothetical 
migrant family decreases as the urbanism of employment 
choice increases. 
Thus, the agents tended to disperse themselves more 
according to urbanism of their choice of employment loca­
tion than they did according to their own family of orien­
tation. 
Professional development and program performance 
Within the theoretical discussion, it seemed redundant 
to hypothesize that training processes would affect program 
performance as any denial of such a relationship would 
negate the emphasis on the bachelor's degree as well as in-
service training. Results of the analysis do show, however, 
that the variables involved as training processes and pro­
gramming processes had very little relationship to program 
performance. 
Only one significant relationship was noted between 
the three training variables and all of the program per­
formance variables, and seven significant relationships 
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were noted between the three programming process variables 
and all of the program performance variables. Knowledge 
of social action processes was most consistent, accounting 
for five of those seven relationships. 
The importance of the Extension Home Economist attached 
to each of the four Extension educational programs had no 
relationship to appraised performance. The performance was 
not appraised, then, according to the importance the Exten­
sion Home Economists felt and, perhaps expressed, toward 
any of the program areas—including home economics. 
Thus it seems that program performance is more a func­
tion of the kind of personhood one has developed—especially 
the "state of" his need complex—than the kind of person he 
has been trained to be. 
Caution needs to be observed, but an interesting in­
ference can be drawn from the data. The strongest and most 
consistent associations between performance as rated by the 
Area Extension Director and the personhood and professional 
development variables occurred between appraisal and the 
need complex. In short, there were no significant relation­
ships between the level of performance and the decade of 
degree, subject matter of degree, age, marital status or 
tenure. The inference may be that the possession of a de­
gree from a general area, such as home economics, is the 
major professional development factor and that selection is 
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really much more based on the perceived elements of person-
hood. It might be well for Extension to be aware of this 
finding as well as those who plan and fuss with the "fine 
tuning" of the curricula under the conception that there is 
a "close" fit between the professional development process 
and the occupational selection and recruitment process. 
Suggestions for Further Research 
It was suggested while discussing limitations of the 
present study that the research project could be strengthened 
by gathering data to support the total theoretical model. 
Since measures were operationalized for which data were 
available, further research in this area could seek to find 
additional measures as well as strengthen existing measures 
in an effort to treat the entire model. 
Strength would be given to the research if when in 
instances where inferences are made about the respondent's 
clientele, e.g., the referent complex, the data could be 
obtained from that clientele. 
In an effort to ascertain the applicability of the 
proposition that personhood and professional development 
have implications for program performance, the same re­
search design could be repeated with similar or dissimilar 
populations. Similar populations could include: Extension 
Home Economists in surrounding states, other Extension field 
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staff members who are not heme economists, or Extension 
central staff members. Another suggestion is the explora­
tion of the application of the same proposition and research 
design to a nonpublic social agency—especially one which 
may have less homogeneity of background and training among 
staff members. Study of Extension Home Economists in more 
urban states might also yield a more heterogeneous popula­
tion. 
To explore the notion that the personhood components 
are "carried into" the professional complex by the individual 
and a combination of the inputs of both sets become functional 
in the performance arenas, several suggestions are apparent. 
Again, the need to refine the present measures and conceive 
of additional measures is paramount. The instrument(s) could 
then be used with a large enough population to make regres­
sion analysis and path analysis feasible. 
Summary of the Research Project 
The purpose of the research was to explore the extent 
to which factors identified as personhood development and 
professional development are related to the program per­
formance of the Extension Home Economist. 
Personhood development concepts identified were; 
individual need complex, family of orientation, attitude 
toward change, and other social characteristics such as 
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age, tenure and choice of location of work employment. 
Identified as professional development concepts are 
subject-matter of degree, decade in which degree was granted, 
and amount of in-service training as training processes. 
Professional development processes identified were knowl­
edge of social action processes, knowledge of social and 
economic base, committee type, and importance of program 
areas. 
Program performance was measured by three complexes : 
program appraisal by the Area Extension Director, ability 
to perceive problems of families, and identified feelings 
toward diverse audiences. 
Population included in the research study was sixty-
seven Extension Home Economists employed by the Cooperative 
Extension Service in winter and spring of 1958; data were 
gathered by using the structured interview. The correla­
tion statistic was used for hypotheses testing. Two gen­
eral hypotheses were identified and 21 subhypotheses were 
generated. 
The major finding was supportive of the posited re­
lationship: that personhood development was related to 
program performance. The relationships between fulfillment 
and importance of individual needs and the performance 
appraisal of the Area Extension Director were strongest and 
most consistent. Relationships between professional 
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development variables and program performance were fewer 
and less consistent. 
Suggestions for further research included developing 
additional measures to evaluate the total theoretical model 
and administering the research design to different popula­
tions . 
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APPENDIX A 
Deck Number 
Schedule Number 
Extension Area 
Do Not Write In 
This Space 
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DEPARTMENT OF FAMILY 
ENVIRONMENT 
IOWA STATE UNIVERSITY 
PART I 
1. Name of interviewee 
2. County in which your home office is located_ 
3. Present title: Extension Home Economist_ 
Extension Assistant 
Other 
4. How many years have you been employed by the Cooperative 
Extension Service? (Years of experience as a county 
extension worker including this year.) 
less than 1 year; mo. 
1 or 2 years 
3 or 4 years 
5 or 6 years 
7 to 10 years 
11 to 15 years 
16 to 20 years 
over 20 years ; years 
5. With what other agencies, firms, or organizations have 
you been employed? 
Employer 
a. 
Title 
b._ 
c. 
d. 
Duration(years employed) 
a. 
b. 
d. 
Location 
6. What is the highest University degree you hold? 
none 
Bachelor's date completed 
Master's date completed 
7. At what institution did you receive your degree(s)? 
134 at 
at 
at 
8. Have you done graduate work (including any work at 
Extension summer and winter schools) beyond the highest 
degree checked in question 6? 
yes 
no 
9. What was the major area of study of your undergraduate 
training? (Mark 1 for major area; mark 2 for your 
minor area of concentration, if applicable) 
Home Economics ; 
Applied Art 
Child Development 
Foods and Nutrition 
Home Economics Education 
Home Economics for General Education 
Home Economics Journalism 
Home Management 
Institution Management 
Physical Education for Women 
Textiles and Clothing 
Sciences and Humanities: 
Sociology 
Psy chology 
Other areas : 
» 
10. What was the major area of study of your graduate 
training? (Mark I for your major; mark 2 for your minor 
area of concentration, if applicable) 
Home Economics : 
Applied Art 
Child Development 
Foods and Nutrition 
Home Economics Education 
Home Economics for General Education 
Home Economics Journalism 
Home Management 
Institution Management 
Physical Education for Women 
Textiles and Clothing 
Sciences and Humanities: 
Sociology 
Psychology 
Other areas: 
- 3-
11. In what areasyou received in-service training 
in the last two years (1966 and 1967)? What was the 
date (month and year) and the area of emphasis of each 
of these training sessions? 
For example: 
Nov.28-29,1967 , Food for Young Families 
12, Present marital status 
single 
married, husband present 
widowed 
divorced 
separated 
(If you checked "single" in question 12, skip to question 
13. Do you have children? 
yes 
no 
14. What are the ages of your children living at home? 
15. What are the ages of your children living away from 
home and their present location? 
For example: 18 , attending college at Ames 
16, Age of your husband, if present: 
17. Your age 
18. Do you have a church affiliation? 
yes 
no 
19. If yes, what denomination? 
- 4 -
20. Other than your professional organizations (IHEA,AHEA, 
ICEHEA), to what organizations do you presently belong? 
What offices have you held in the last two years? And 
what percent of the meetings do you attend? 
Group Offices Percent 
Attendance 
21, Where did your family live at the time you were growing 
up, for the majority of the time? 
urban, population 
rural 
rural non-farm 
22. As a child, especially as a teenager, did you feel that 
your family was in the 
low income range 
lower middle income range 
middle income range 
upper middle income range 
high income range 
23. As you remember your family's level of living, do you 
think your family was better off or less well off than: 
(check the appropriate box) 
Relatives and 
old friends 
b. Immediate 
residential 
neighbors 
Social friends 
other than 
immediate 
neighbors 
- 5 "• 
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I Beginning Families 
II Childbearing Families 
III Families with Pre-school Children 
IV Families with School Children 
V Families with Teenagers 
VI Families as Launching Centers 
VII Families in Middle Years 
VIII Aging Families 
24. According to the above diagram which depicts DuVall's 
family life cycle, into which stage would you say that 
your family fits best? (Your present family; your 
family at the present time?) 
25. In your opinion, which part of the family life cycle 
needs the greatest help from Extension education 
today? 
26. Why? 
II 
VIII IV 
VII VI 
We are interested in knowing how you feel about your job 
as Extension Home Economist. Please check (a) how much 
of the following feelings are present now, (b) how much 
you feel there should be, and (c) how important this 
particular feeling is to you by placing a check mark in 
the middle of one of the spaces between one and se Jen 
following each statement. A mark of seven is the 
maximum rating you can give to any statement, and a mark 
of one is the minimum. 
For example: 
The feeling of being comfortable in one's job of Extension Home Economist: 
(min.) ^ (max.) 
a) How much is there now? ; ; : 
12 3 
b) How much should there be? : : : 
1 2 3 4 5 6 ^ 
c) How important is this to me? : : : : : : : V 
27. The feeling of self-esteem a person gets from being an Extension home 
Economist : 
(min.) (max.) 
a) How much is there now? 
1 2 3 4 5 6 7 
b) How much should there be? 
1 2 3 4 5 6 7 
c) How important is this to me? : ; 
138 
28. The authority connected with my position as Extension Home Economist: 
(min.) (max.) 
1 2 3 4 5 6 7 
b) How much should there be? : : : : : : ; 
1 2 3 4 5 6 7 
c) How important is this to me? : : • ; ; : 
1 2 3 4 5 6 7 
29. The opportunity for personal growth and development in my position as 
Extension Home Economist: 
(min. ) (max.) 
a) How much is there now? : ; ; : : 
1 2 3 4 5 6 7 
b) Haw much should there be? : ; : ; 
1 2 3 4 5 6 7 
c) How important is this to me? : ; ; ; : ; ; 
1 2 3 4 5 6 7 
30. , The prestige of my position as Extension Home Economist within the 
Cooperative Extension Service: 
(min. ) (max. 
a) How much is there now? : ; ; ; ; : : 
1 2 3 4 5 6 7 
b) How much should there be? : : : r : 
1 2 3 4 5 6 7 
c) How important is this to me? : ; : ; : ; : 
1 2 3 4 5 6 7 
31, . The opportunity for independent thought and action in my position as 
Extension Home Economist: 
(min.) (max. 
a) How much is there now? : ; : 
1 2 3 4 5 6 7 
b) How rrjch should there be? : ; ; : : ; : ; 
1 2 3 4 5 6 7 
c) How important is this to me? : : ; : : : : 
1 2 3 4 5 6 7 
32 . The feeling of security in my position of Extension Home Economist 
(min.) (max. 
a) How much is there now? : ; ; ; 
1 2 3 4 5 6 7 
b) How much should there be? : : : : 
1 2 3 4 5 6 7 
c) How important is this to me? ; ; ; ; ; ; 
1 2 3 3 4 5 6 7 
33 , The prestige of ray position as Extension Home Economist outside of the 
Cooperative Extension Service: 
(min.) ('max. 
a) How much is there now? : ; ; : : : ; ; 
1 2 3 4 5 6 7 
b) How much should there be? ; ; ; ; : 
1 2 3 4 5 6 7 
c) How important is this to me? ; : ; ; ; : : ; 
1 2 3 4 5 6 7 
-  7  -
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34. The feeling of self-fulfillment a person gets from being an 
Extension Home Economist (that is, the feeling of being able 
to use one's own unique capabilites, realizing one's potentialities ); 
(min.) (max.) 
a) How much is there now? : : : : : : ; : 
1 2 3 4 5 6 7 
b) How much should there be? : : : : : ; : : 
1 2 3 4 5 6 7 
c) How important is this to me? : : : : : : : : 
35. The feeling of worthwhile accomplishment in my position of Extension 
Home Economist: 
(min.) 
a) How much is there now? 
b) How much should there be? 
c) How important is this to me? 
(max.) 
36. The opportunity in my position of Extension Home Economist to give 
help to other people: 
(min.) 
a) How much is there now? 
b) How much should there be? 
c) How important is this to me? 
( max. )_ 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
37. The opportunity to develop close friendships in my position of 
Extension Home Economist: 
(min.) \ • / 
1 2 3 4 5 6 7 
b) How much should there be? 
1 2 3 4 5 6 7 
c) How important is this to me? 
1 2 3 4 5 6 7 
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Deck Number 
Schedule Number_ 
Extension Area 
DEPARTMENT OF FAMILY 
ENVIRONMENT 
IOWA STATE UNIVERSITY 
PARI II 
Do Not Write In 
This Space 
So that I can have a little better background about 
your county, and since I have been in so many lately 
and sometimes have trouble shifting my thinking from 
one to the other so quickly, maybe you could fill me 
in a little on some of the things you see about your 
county. Let's start with what might be the level of 
living for most of your families, . . 
38. What would you say was the average family income 
in the county (in which you have your headquarters) 
for 1960? $ 
39. Whs.t would you say it was for 1950? $ 
40. What would you say were the approximate percentages 
of population distribution in 1960? 
7o urban 
% rural non-farm 
7o rural farm 
41. What would you say were the approximate percentages 
of population distribution in terms of age in 1960? 
% pre-school 
% school age (up to 21 years of age) 
% 21 to 35 
% 36 to 65 
7o over 65 
42. Looking at the following classification of employment 
in Iowa, which one employs the most in your county, 
the second, the third. ( Mark 1,2,and 3 ) 
Agriculture 
Construction 
Manufacturing 
Transportation, communications, and public utility 
Wholesale and retail 
Finance, insurance and real estate 
Business and repair service 
Professional and related 
Public administration 
Entertainment and recreation 
Personal services 
- 9 " 
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43. What percent of the farmers own their own land? 
% 
44. What is the average farm acreage in the county? 
Acres 
45. What is the average educational level attained 
by residents of your county? grade 
46. In the ranking of the 99 councies as to educational 
attainment, your county ranks in the 
percentile. 
47. Does the county seat have an active industrial 
development committee, commission, or corporation? 
yes 
no 
48. Who is the chairman? 
49. What is his position in the community? 
50. Name three leading members of the commission: 
Not only am I interested in what your county is like 
in social and economic characteristics, but what is 
the reaction of the general public to Extension? 
51. If we were to look at how the extension programs 
appeal to the people in your county, how would 
you rank these extension programs according to 
their attractiveness to the public? (Rank 1-4) 
(Probe: Which programs do they like the best) 
Agriculture 
Home Economics 
4-H and other youth 
Community and Public Affairs 
52. If you were to rank them in attractiveness to 
your County Extension Director? (Rank 1-4) 
Agriculture 
Home Economics 
4-H and other youth 
Community and Public Affairs 
53. If you were CO^^&ide which of them is most 
attractive to you, how would you rank them? 
(Rank 1-4) 
Agriculture 
Home Economics 
4-H and other youth 
Community and Public Affairs 
Let's look now at your job. the organization within 
which you work, and at the future of home economics 
as you would like to see it -- as you would be most 
happy working in it. This next series of questions 
are for you to react to as if you "could run the 
show" or if you "had your way about things." 
54. Thinking about background training, skills, 
abilities, aptitudes and attitudes, describe 
what you would consider to be an ideal extension 
worker: 
55. Name two living male extension workers in Iowa 
who most personify the person you just 
described: 
56. Name two living extension home economists in 
Iowa who most personify the person you just 
described: 
Consider again the importance of background training, 
skills and abilities and indicate by placing a mark 
on the line following each of these statements the 
agreement or disagreement you feel toward each state­
ment . 
57. A male county staff member with sufficient training 
and academic background should conduct home economics 
programs in the areas of the family life cycle, parent-
child relationships, and/or the individual and his 
development, 
Strongly 
Agree 
Strongly 
Disagree 
1 1 -
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58. The extension home economist should become involved 
in more than a supportive role in working with boys 
ages 10 through 13. 
SA SD 
59. A male county staff member should become involved 
in more than a supportive role in working with girls 
ages 10 through 13. 
SA SD 
As I stated earlier, we are also interested in 
your reactions to statements we've heard and 
trends we see in the field of home economics and 
how you feel this relates to the "ideal" Extension 
Service you would like to see. 
60. One of the compliments most often paid to Mrs. 
Jacqueline Kennedy is that she always dressed 
according to the style which suited her position 
best. She never "dressed down" when visiting 
an underdeveloped country. In recognition of 
her position, how should the ideal home economist 
dress in her contacts with low income families? 
61. It has been said recently that beginning families 
have little interest in home economics subject 
matter. What would be your feelings about this 
statement if it were made in your county? 
62. Very few home economists and/or home economics 
graduates go into extension. What do you think 
are the reasons for this situation? 
1 2 -
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63. There has been some discussion on campuses that 
the practicality of teaching skills of homemaking 
has been lowered by the advent of technological 
advances in food preparation, fabrics, etc. There 
has been concern that such lab courses as the 
home management house be replaced wiLh an experiment 
in group living, placing priority on relationships 
higher than that of skills. What are your thoughts 
on this approach? 
64. What implications does this have for the extension 
home economics program? 
Here are some statements that I have heard regarding 
the future of the Extension Service as well as some 
of the changes we are now experiencing. Please place 
a check mark on the line following each statement 
which would indicate the agreement or disagreement 
you feel toward each statement. 
For example: 
One geographical area is 
better than another to 
work in. 
Strongly 
Agree 
Strongly 
Disagree 
65. It's good that extension 
went to multi-county 
units. SA SD 
66. The shift to "family 
environment" in the 
College of Home 
Economics is a good 
thing. SA SD 
67. Home economists should 
emphasize working through 
homemaker study groups 
rather than special 
audiences. SA SD 
1 3 -
145 
68. If the rural women's 
clubs are to get 
anything accomplished, 
the home economist should 
be responsible for the 
programs. SA SD 
69. Husbands should be strongly 
encouraged to participate 
in the extension home 
economics program. SA SD 
70. The male staff members 
are probably more 
oriented to the concerns 
of the total family than 
are home economists. SA SD 
71. It would be easier to work 
in a subject matter specialty 
area rather than as a 
generalist. SA SD 
72. The changing role of the 
home economist in 4-H 
club work is for the 
better. SA SD 
Using the same method, what is your feeling toward the change 
to multi-county staffing for home economics. 
75. Would you say you are 
Strongly Strongly 
Favorable Unfavorable 
What would you say is the general attitude of each of the following 
groups toward the change to multi-county staffing for home economics? 
74. Home economics program 
planning committee Strongly 
Favorable 
Strongly 
Unfavorable 
75. County extension council 
SF SU 
76, County extension staff 
SF SU 
77. District leaders, home 
economics programs SF SU 
- 1 4 -
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78. Area extension staff 
Strongly 
Favorable 
Strongly 
Unfavorable 
79. Area or district director 
SF SU 
80. Other home economists 
SF SU 
Let's talk now about some of the interesting people 
you have gotten to know in your job. I'm interested 
in the kinds of positions that the persons you talk 
to hold, not their names -- although if it is easier 
to list names and then positions as we go along, then 
that's the way we will do it; then disregard the names 
when we're finished. 
81. Of your acquaintances, colleagues, co-workers 
and cooperators, whom do you talk to (i.e. consult 
with, opinions do you value) when you are con­
cerned about what Extension Home Economics 
program efforts best fit the needs of your area? 
In what order do you consult them? 
Names Position Rank Order 
* * 
y t 
* y 
82. Of your acquaintances, colleagues, co-workers 
and cooperators, whom do you talk to (i.e. consult 
with, opinions do you value) when you are 
concerned about Extension Home Economics problem 
priorities? 
Names Position Rank Order 
- 1 5 -
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83. Of your acquaintances, colleagues, co-workers and 
cooperators, whom do you talk to (i.e. consult 
with, opinions do you value) when you are concerned 
about the content, specialists, or proceedure in 
a state-level program. 
Names Position Rank Order 
84. Of those persons or groups of persons within the 
Extension Service , in what order would you rank them 
in terms of how much you value their opinion.(Rank 
from 1-5). 
Home economics program planning committee 
County extension council 
County extension staff (CED) 
District leader, home economics programs 
Area extension staff. Extension leader in 
Area or district director 
Other home economists 
I'd like to ask the following questions: 
85. How many people, men and women, are on the committee 
for extension home economics program planning? 
men 
women 
86. How many couples? 
87. How are the people selected? 
88. How often does this committee meet? 
89. IVhat is done at these meetings? 
per year 
-16— 
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90. What extension staff are involved at the meetings? 
91. Are the committee members asked to do anything 
between meetings? 
yes 
no 
92. If yes, what? 
(tape) During the Focus discussion in December, one of the target 
audiences designated as a priority for various programs 
was that of disadvantaged families. 
93. Have you or are you now engaged in any program 
efforts directed toward this group? yes, no 
If yes, what are these efforts? 
How did you initiate this effort? 
(tape) What is a pressing problem in your area which you feel 
needs program emphasis? 
94. Have you or are you now engaged in any program 
efforts in this problem area? yes, no 
If yes, what are these efforts? 
How did you initiate this effort? 
. 7 -
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Continuing our train of thought about program planning, 
what about the training you have had in this area? 
95. In which areas have you received training in regard 
to program planning? (in the last five years) 
Program planning or program projection workshop 
Program development course (like summer or winter 
school) 
Special program planning sessions at district 
or state conferences 
Program development handbooks 
Participation on area program development 
committees 
Special conferences with program leaders and/or 
district extension directors on program 
planning 
96, What does the term Social Action Construct or 
Process mean to you? 
97.(If an explanation is given) Where have you had contact 
with this construct? 
98. Have you taken the course, Sociology 464, Community 
Action, at Iowa State University? (Taught by 
Dr. George Beal) 
yes 
no 
I'd like you to read through this description of a 
family situation carefully, and then I'd like to ask 
you some questions about this profile, and then I'll 
have you read and react to a second situation. 
99. liJhat in your estimation are the programs which 
these families (group I) need most, and in what 
order would you rank them? Rank 
- l8-
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(After reading Family Profile II): 
100. What in your estimation are the problems which these 
families (group II) need most, and in what order 
would you rank them? Rank 
(After reading Family Profile III): 
101. What in your estimation are the problems which these 
families (group III) need most, and in what order 
would you rank them? Rank 
102, List in rank order how easy you found the last 
question: 
Family grouping easiest to plan for 
Family grouping next easiest to plan for 
Hardest to plan for 
103. List in rank order the empathy you felt toward 
each group; 
Felt most empathetic toward 
Second most empathetic 
Felt the least amount of empathy toward 
On these cards are descriptions of four units which need 
an extension educator, an Extension Home Economist. Let's 
assume that during your working lifetime, you are to serve 
at least one year in each of these units. Since you have 
your own choice about when and where to move, in what 
order would you choose to serve in these units, and what 
were your reasons for each choice? 
104. Unit chosen first 
Liked: 
' . 9 -
Disliked: 
105. Unit chosen second 
Liked: 
Disliked: 
106. Unit chosen third 
Liked: 
Disliked ; 
107. Unit chosen fourth 
Liked : 
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Disliked : 
108. Now, if you had your choice to serve in one 
of these units for the rest of your working 
lifetime, which of the four would you choose? 
109. What do you like the most about your Extension 
role? 
110. What do you like the least about your Extension 
role? 
Department of Family environment 
Iowa State University 
Part III 
Name Position 
Headquarters 
County 
Schedule number Extension Area 
Period rated July 1, 1967 to June 30, 1968 
This home economist: Degree to which criteria are met: 
1. Develops programs directed toward Very Good 
significant problems of people. : : 
7 
2. Understands problems, needs and 
trends within areas for which 
programs are developed: ; ; 
Geographic area 
Subject-matter area 
3. Appropriately involves leaders 
and reference persons in 
program development. 
Unsatisfactory 
4. Spontaneously adjusts planned 
program to meet newly emerging 
needs of families. 
5. Emphathizes with people for 
whom programs are developed. 
6. Displays adequate confidence in 
oneself to assume responsibilities 
and perform roles outlined in 
job description. 
7. Is motivated to understand, plan 
for, and carry out responsibilities. 
8. Accepts and adapts well to general 
social change. 
9. Uses good human relations skills 
in program planning and carry-out. 
7 
y 
5 4 3 2 1 
5 4 3 2 1 
5 4 3 2 1 
5 4 3 2 1 
5 4 3 2 1 
5 4 3 2 1 
5 4 3 2 1 
5 4 3 2 1 
5 4 3 2 1 
5 4 3 2 1 
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Part IV Family Profiles 
Group 1. Living on average sized farms just south of Sun 
City are a group of families whose children are, in the 
majority of families, now in high school. A new manufactur­
ing plant has moved into Sun City, and many of the farmers 
have begun "moonlighting"—working the night shift at the 
factory, farming during the daylight hours. The total 
population of Sun City is declining, the young people (aged 
18-35) are leaving town, so more of some areas of employment— 
clerks, secretaries, teachers—is available, and many of 
the farmer's wives in this area are working outside of the 
home. The family attends high school sports activities 
and church events. Supplemental wages make the income suf­
ficient for the necessities of life plus small savings. 
Group II. In the summer months and harvest season, a 
group of migrant workers of predominantly Spanish origin 
come to live in a settlement on the eastern edge of Sun 
City. The families, on the average, have with them eight 
to twelve children with older married children bringing 
their own families. Overcrowded conditions are common? 
in many cases several families live in the same unit with­
in the settlement. The housing conditions are in very poor 
condition with many of the buildings in need of windows and 
roofing. Water samples sent to the University returned 
marked "unsafe". The family directs its efforts toward 
meeting daily needs, going to church, and "making the best" 
of life as it comes. Very few of the workers read or write 
English, of those who do the majority are the women and 
children. The men in the families are definitely the "heads 
of household". 
Group III. The families living in the western addition to 
Sun City are occupationally characterized as professionals, 
managers of large businesses, and proprietors of smaller, 
substantial businesses. Education of both men and women 
typically includes college attendance at one of a wide 
variety of colleges. Income is adequate for a comfortable 
way of life, with travel vacations and support of local 
cultural projects part of the fanily activities. Magazines 
and books are bought and read. Children receive private 
lessons in music or dancing and attend summer camps. 
Adults participate in community leadership and form com­
mittees devoted to education, welfare and civic leadership. 
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Hypothetical Extension Units 
Unit I. This is a unit which has a tocal population of 
265,000 of which 91% is urban and 9% is rural and rural 
nonfarm. There are 16 population centers with under 1000 
residents; 2 of 100 to 2500; 1 of 5000 to 7000 and 1 of 
175,000. The median school age completed is 12.1. 2% of 
the families earn less than $1000 per year with the median 
income $646. 12.2% of the population is over 65 years of 
age. About 5% of the population is nonwhite. The home 
economics program has been largely directed through ser­
vice agencies (YMCA, Social Welfare) in the urban center. 
A great deal of public relations work is expected of the 
home economist by the extension director. 
Unit II. This is a unit which has a total population of 
33,840 of which 60% is urban and 40% is rural. There are 
11 population centers with under 1000 residents, 2 centers 
of 1000 to 2500, and 1 center of 19,000. The median school 
years completed is 10.5. 4% of the families earn less than 
$1000 yearly income with the median income $3854. 14.6% of 
the population is over 65 years of age. There is an influx 
of 750 migrant workers each summer. The home economist has 
participated in a number of Federally financed programs as 
a resource person or member of an advisory board. The ex­
tension director expresses almost complete disinterest in 
the home economics program. The home economics planning 
committee for this unit is one of the strongest of the 
unit. 
Unit III. This is a unit which has a total population of 
19,539 of which 100% is considered rural or rural nonfarm. 
There is no urban center over 2400 residents; 13 centers 
have under 2500. The median school years completed is 9.1. 
2% of the families earn less than $1000 yearly family in­
come, with the median income $2973. 21.9% of the population 
is over 65 years of age. The extension home economics pro­
gram has been oriented toward low income rural families. 
The home economist is expected to work especially hard with 
traditional organized groups in the rural areas. The ex­
tension director allows the extension home economist to 
carry the home economics program virtually alone, whatever 
way she want to. 
Unit IV. This is a unit which has a total population of 
15,472 of which 60% is rural and 40% is urban. There are 
7 population centers with under 1000 residents; 1 center 
of 1000 to 2500, and 1 center of 5400. The median school 
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years ccxnpleted is 11.4. 8% of the families earn less than 
$1000 yearly income with the median income $4910. 18.3% 
of the population is over 65 years of age. The extension 
program is particularly oriented to large commercial 
farmers and their families; including an accelerated program 
in farm and home development involving the extension home 
economist. There is pressure from the urban center's 
women's clubs for creative programs. The extension director 
allows the extension home economist to carry a heavy load 
in farm and home development. 
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APPENDIX B 
Correction Points and Sources of Information for 
Knowledge of Social and Economic Situations 
Item 38. What would you say was the average family income 
in the county (in which you have your headquarters) 
for 1960? $ + $500.00 
Source: U.S. Census Bureau. 18th Census, 1960. 
Population, Vol. 1, Part 17: 157-168. 
1963. 
Item 39. What would you say it was for 1950? $ 
+ $500.00 
Source: U.S. Census Bureau. 17th Census, 1950. 
Population, Vol. 2, Part 15: 122-124. 
1952. 
Item 40. What would you say were the approximate percentages 
of population distribution in 1960? 
+ 3% % urban 
+ 3% % rural nonfarm 
+ 3% % rural farm 
Source: U.S. Census Bureau. 18th Census, 1960. 
Population, Vol. 1, Part 17: 166-167. 
1963. 
Item 41. What would you say were the approximate percentages 
of population distribution in terms of age in 1960? 
+ 3% % pre-school 
+ 3% % school age (up to 21 years of age) 
+ 3% % 21 to 35 
+ 3% % 36 to 65 
+ 3% % over 65 
Source: U.S. Census Bureau. 18th Census, 1960. 
Population, Vol. 1, Part 17: 110-134. 
1963. 
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Item 42. Looking at the following classification of employ­
ment in Iowa, which one employs the most in your 
county, the second, the third. (Mark 1, 2 and 3.) 
Agriculture One point for each of the 
Construction three correct. 
Manufacturing 
Transportation, communications, and public 
utility 
Wholesale and retail 
Finance, insurance and real estate 
Business and repair service 
Professional and related 
Public administration 
Entertainment and recreation 
Personal services 
Source: U.S. Census Bureau. 18th Census, 1950. 
Population, Vol. 1, Part 17: 262-269. 
1963. 
Item 43. What percent of the farmers own their own land? 
% + 5% 
Item 44. What is the average farm acreage in the county? 
acres + 40 acres 
Source: Howell, Herbert. Ranking of Iowa Counties. 
Cooperative Extension Service, Iowa State 
University. Unpublished mimeographed re­
port. FM-1503. July, 1966. 
Item 45. What is the average educational level attained by 
residents of your county? grade + .5 grade 
Item 46. In the ranking of the 99 counties as to educational 
attainment, your county ranks in the per­
centile. 
One point if correct answer. 
Source: U.S. Census Bureau. 18th Census, 1960. 
Population, Vol. 1, Part 17: 166-167. 
1963. 
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Item 47. Does the county seat have an active industrial 
development committee, commission, or corporation? 
yes 
no 
Item 48. Who is the chairman? 
One point if response was "yes" on Item 47 and 
could also name the chairman. 
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APPENDIX C 
Table 3. Mean and standard deviation values for variables 
Variable^ Mean Standard Deviation 
Theoretical 
Range 
Personhood De ve 1 ojxne nt Set 
A 51.8209 12.8108 1 to 77 
a 4.5716 1.5785 1 to 7 
b 9.4478 2.5837 1 to 14 
c 13.5373 4.1152 1 to 21 
d 8.8358 2.5073 1 to 14 
e 15.3284 4.0607 1 to 21 
B 13.2338 8.1663 1 to 77 
f 1.4328 1.4478 1 to 7 
g 2.3582 1.9371 1 to 14 
h 3.7910 2.8154 1 to 21 
i 2.2239 1.8833 1 to 14 
j 3.4328 2.5385 1 to 21 
C 63.1194 12.6438 1 to 77 
k 5.7463 1.5195 1 to 7 
1 11.3881 2.6257 1 to 14 
m 16.6717 3.9640 1 to 21 
n 10.6557 2.4951 1 to 14 
o 18.5567 3.6510 1 to 21 
D 2.7453 0.9517 1 to 5 
E 1.2537 0.6070 1 to 4 
F 4.1493 1.1231 1 to 8 
G 1.7463 1.6054 0 to 5 
P 2.3582 1.5545 0 to 5 
q 1.0896 1.3241 0 to 5 
r 2.8060 1.5753 0 to 5 
s 2.4775 1.6872 0 to 5 
t 0.6119 1.2573 0 to 5 
u 3.0895 1.9296 0 to 5 
V 2.0745 1.7814 0 to 5 
H 59.9552 7.8710 12 to 84 
I 3.2985 1.7105 0 to 6 
J 4.9104 2.2509 0 to 8 
K 2.4775 1.1507 1 to 5 
L 2.3284 1.0843 1 to 4 
M 12.8358 7.3110 1 to 24 
^Variable: see letter codes attached to explication of 
variables in chapter entitled Methodology, pp. 74-75. 
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Table 3 (Continued) 
variable- Mean 
Professional Development Set 
A 3.2537 2.1043 0 to 6 
B 2.3532 0.8232 1 to 4 
C 3.5075 1.2017 n=f 
D 1.2090 0.9703 0 to 3 
E 5.6716 2.6451 1 to 18 
F 1.6567 1.2993 0 to 4 
Program Performance £ 
A 51.4478 12.3340 
a 4.9403 1.4546 
b 4.9104 1.5134 
c 5.3134 1.5181 
d 5.0000 1.4352 
e 4.8955 1.4572 
f 5.5672 1.1747 
9 5.3284 1.4801 
h 5.2836 1.4343 
i 4.9104 1.3353 
j 5.1493 1.4787 
B 2.1045 1.9404 
k 0.4627 0.9824 
1 0.9701 1.4139 
m 0.6366 1.1617 
C 8.5224 3.5800 
n 3.0896 1.4735 
o 3.5522 1.6865 
P 1.8806 1.4092 
D 2.0896 0.7275 
E 2.2239 0.9435 
F 1.5075 0.7605 
G 2.1940 0.7174 
il 1.9552 0.9049 
I 1.8060 0.8329 
to 70 
to 7 
to 
to 
to 
to 
to 
to 
to 
to 
to 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
3 to 18 
1 to A 
1 to 
1 to 
n=f 
n=f 
n=f 
n=f 
1 to 
to 
to 
to 
to 
to 
1 
1 
1 
1 
1 
7 
7 
7 
7 
7 
7 
7 
7 
7 
6 
6 
3 
3 
3 
3 
3 
3 
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APPENDIX D 
Analysis of Scales 
Table 4. Summary of analysis criteria^ 
Condition I 
Relationships among responses to items must be linear 
as evidenced by high magnitudes of: 
1) item total correlation r^^ 
2) coefficient of reliability r^^ 
3) average intercorrelation coefficient r^^ 
4) the intercorrelation coefficient r^^j 
Condition II 
5) variance of responses must be homogeneous and in­
dependent of means as evaluated by the pattern of relation­
ships between the item means and item standard deviations 
and 
6) the range of the item standard deviations 
Condition III 
7) intercorrelations among stimuli must be positive 
and homogeneous as evaluated by the smallest range of inter-
correlations which includes 60% or more of the intercor-
relations 
^or detailed discussion of procedure see Warren et al. 
(105) . 
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Table 5. Item analysis for individual need composite scores 
Item ^ Standard 
(from Part I) Deviation it 
Social fulfillment (minimum acceptable r^^ = .707) 
36a 5.4179 1.5468 .7027 
37a 4.2985 1.7873 .6225 
Social satisfaction (minimum acceptable r^^ = .707) 
36a-b 1.0297 1.0217 .6205 
37a-b 1.3284 1.5297 .8519 
Social importance (minimum acceptable r^^ - .707) 
36c 6.2687 1.2881 .7944 
37c 5.4030 1.5841 .6550 
Esteem fulfillment (minimum acceptable r^^ = .577) 
27a 4.8060 1.4583 .8630 
30a 4.2985 1.7105 .7384 
33a 4.7612 1.5937 .7888 
Esteem satisfaction (minimum acceptable r^^^ = .577) 
27a-b 1.1791 1.0779 .7254 
30ô-b 1.6119 1.3817 .8271 
33a-b 1.0299 1.0352 .7644 
Esteem importance (minimum acceptable r^^ = .577) 
27c 5.7761 1.4123 .8640 
30c 5.5522 1.5672 .7427 
33c 5.4478 1.4277 .7697 
Autonomy fulfillment (minimum acceptable r^^ = .707) 
28a 4.2090 1.4816 .8932 
31a 4.6418 1.3681 .8705 
Autonomy satisfaction (minimum acceptable r^^ = .707) 
28a-b 1.1095 1.1081 .7326 
31a-b 1.1343 1.1049 .7817 
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Table 5 (Continued) 
Item Moan Standard 
(from Part I) Deviation it 
Autonomy importance (minimum acceptable r^^ = .707) 
28c 4.9552 1.5203 .8891 
31c 5.7015 1.3496 .8117 
Self-actualization fulfillment (minimum acceptable 
Tit ^  .577) 
29a 5.4328 1.5475 .8158 
34a 5.1493 1.4787 .8965 
35a 4.8557 1.5052 .8619 
Self-actualization satisfaction (minimum acceptable 
r.^ = .577) 
29a-b 0.9403 1.0492 .5778 
34a-b 1.0896 1.0613 .8655 
35a-b 1.4775 1.2261 .8312 
Self-actualization importance (minimum acceptable 
^it ~ -577) 
29c 6.2090 1.3553 .9224 
34c 6.1343 1.2684 .9607 
35c 6.3433 1.2543 .9373 
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Table 6. Average intercorrelation coefficients and coef­
ficients of reliability for 3-item factors within 
individual need complex 
Esteem fulfillment .6011 .8188 
Esteem satisfaction .4929 .7446 
Esteem importance .6644 .8558 
Self-act. fulfillment .6498 .8477 
Self-act. satisfaction .4548 .7144 
Self-act. importance .8291 .9357 
Table 7. Item analysis of attitude toward social change 
scale 
Item number ^ Standard a 
(from Part II) Deviation it 
57 5.1642 1.5607 .5461 
58 5.2537 1.7221 .4633 
59 5.0149 1.6616 .5387 
65 4.7761 1.6556 .3417 
66 6.0597 1.0773 .5336 
67 4.6866 1.7889 .3170 
68 5.5821 1.4052 .3411 
69 5.5522 1.1754 .3640 
70 2.3582 1.3237 .2909 
71 5.9701 1.1841 .3730 
72 4.6269 1.7521 .5497 
73 4.8209 1.3814 .3411 
^Minimum acceptable r^^ = .2887. 
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Table 8. Summary of analysis of attitude toward social 
change scale 
Condition I 
1) Minimum acceptable item 
total correlation 
^it " -2887 
2) Coefficient of reliability 
r _ _  
Al]. items exceed minimum 
acceptable item tot 
correlation 
0.5938 
3) The magnitude to the aver­
age intercorrelation co­
efficient r^^j 
4) The magnitude of the inter­
correlation coefficient 
0.1085 
60% have values .1284 and 
below 
Condition II 
5) The pattern of relation- Appear to be relatively 
ships between the item independent 
means and item standard 
deviations 
5) Range of the items stand— 1.0773 to 1.7889 
ard deviations 
Condition III 
7) Concentration of the inter- Range of correlation in-
correlations among the eluding 60% of intercor-
items relation .2244 to .0017 
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Table 9. Item analysis of performance appraisal scale 
Item number 
(frcan Part III) Mean 
Standard 
Deviation 
1 4.9403 1.4546 .8933 
2a 4.9104 1.5134 .8905 
2b 5.3134 1.5181 .8916 
3 5.0000 1.4352 .8406 
4 4.8955 1.4572 .8762 
5 5.5672 1.1747 .7973 
6 5.3284 1.4801 .8283 
7 5.2836 1.4843 .8874 
8 4.9104 1.3353 .8461 
9 5.1493 1.4787 .8016 
Minimum acceptable r^^^ = .3163. 
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Table 10. Sxunmary of analysis of performance appraisal 
scale 
Condition I 
1) Minimum acceptable item 
total correlation 
r^^ = .3136 
2) Coefficient of reliability 
^tt 
3) The magnitude of the aver­
age intercorrelation coef­
ficient r^j 
4) The magnitude of the inter­
correlation coefficient 
All items exceed minimum 
acceptable item total 
correlation 
0.9608 
0.7105 
60% "have values .7207 and 
below 
Condition II 
5) The pattern of relation­
ships between the items 
means and item standard 
deviations 
6) 
Appear to be relatively 
independent 
Range of the items standard 1.1747 to 1.5181 
deviations 
Condition III 
7) Concentration of the inter- Range of correlation in-
correlations among the eluding 60% of intercor-
iterns relation .7590 to .6440 
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APPENDIX E 
Correlation Coefficients 
Table 11. Personhood development set correlated with pro­
gram performance set 
Variable^ A a b c d e 
A .3558* .3591* .2956** .2868** .2906** .2445** 
a .3402* .3587* .2881** .2805** .3593* .2484** 
b .3132* .3280* .2891** .2293 .2131 .2333 
c .2817** .2348 .1994 .1976 .2098 .1736 
d .2297 .2838** .2203 .2566** .1659 .1669 
e .3475* .3546* .2841** .2787** .3125* .2353 
B .0336 -.0089 .0488 .0698 .1541 .0899 
f -.0978 -.1153 -.0572 -.0346 -.0790 -.0564 
g .1026 .1082 .0720 .2004 .2309 .0873 
h .0809 .0407 .1252 .1341 .1995 .1511 
i -.0249 -.0496 -.0610 -.0976 .0773 -.0024 
j .0138 -.0516 .0396 .0146 .0828 .0855 
C .3609* .3477* .3204* .3270* .3841* .2583** 
k .1789 .1890 .1459 .1251 .2669** .1363 
1 .3278** .3109** .3167* .3439* .2852** .2409** 
m .3403* .2943** .3036** .3023** .3909* .2215 
n .2858 .3439* .2646** .2963** .3293* .1872 
o .3746* .3475* .3105** .3022** .3646* .2962** 
D .1317 -.0325 .0257 .0550 .1202 .0993 
E .1423 .13 55 .0735 .1405 .1371 .1431 
F .1493 .1151 .1484 .1039 .1482 .1463 
G .3238* .3259* .2855** .3082** .3628* .3013** 
P -.0708 -.0345 —.0766 .0026 .0189 -.2135 
q -.1450 -.0515 -.1077 -.1328 -.1964 -.1267 
r -.0800 —.0636 -.0949 -.0577 -.0990 . 0172 
s -.0978 -.0674 -.0826 -.1109 .0801 -.1315 
t -.0003 -.0453 -.0026 .0012 -.1489 .0023 
u .0548 .0764 .1101 .0872 -.0108 .0352 
V .0311 -.1480 -.0141 -.0638 -.0233 .0663 
H .2822** .2083 .3430* .2672** .1850 .2299 
I .0736 .0432 .0507 .0360 .1520 -.0354 
J .0789 .1123 .1773 .0432 .1525 -.0893 
K .1364 .0795 .1531 .0596 .2169 .0921 
L -.0523 -.0043 —.0366 -.0625 .0384 -.1578 
M -.0101 .0173 -.0377 -.0397 -.0740 .0895 
Variable key: see letter codes attached to explication 
of variables in the chapter entitled Methodology, pp. 
* 
.01 level of significance = .313. 
• • 
.05 level of significance = .241. 
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f g h i j B k 
.4233* .2408** .2766** .3001** .3216* .0176 -.0005 
.3518* .3137* .2590** .2333 .2843** .0609 -.0255 
.3834* .1809 .2491** .2861** .2314 .1257 .0177 
.3785* .2259 .2096 .2749** .2910 -.0369 -.0689 
.2749** .0789 .2050 .1962 .1354 -.0670 .0248 
.3803* .2329 .2619** .2614** .3373* .0260 .0517 
-.1137 .0380 .0831 .0745 -.0178 .1350 .0569 
-.1356 -.1638 -.0016 .0046 -.1069 .0317 .0586 
-.0630 .0579 .0996 .0701 .0595 -.0497 -.0243 
-.1176 .1257 .0785 .0546 .0003 .1980 .0781 
-.0709 .0432 -.0120 .0436 .0362 .1529 .0489 
-.0551 -.0020 .1097 .0873 -.0663 .1165 .0437 
.2919** .2906** .3346* .2650** .2960** .2100 .0592 
.1559 .1631 .2304 .1065 .1364 .2165 .1486 
.2480** .2092 .3011** .2270 .2234 .1854 .0172 
.2419** .3491* .2898** .2482** .3156* .2218 .0428 
.2701** .1841 .2439** .1834 .2242 .1184 -.0570 
.3203* .2833** .3650* .3152* .3108** .1820 .1234 
.1955 .1015 .1566 .2170 .3026** .2245 .2373 
.0912 .0900 .0361 .1659 .0908 .0282 -.0467 
.1508 .1950 .1358 .1283 .1214 .0202 -.1573 
.2267 .3428* .2619** .2400 .2297 .0181 -.1052 
-.1122 .0007 -.0657 -.0463 .0514 -.2627** -.1020 
-.1574 -.0379 -.0357 -.1559 -.1745 -.0501 -.0663 
-.0454 -.1074 -.0530 -.0650 -.1284 .0071 —.2890 
-.0538 -.0568 -.1137 -.2659** -.1363 .0987 -.0163 
.0379 .0284 -.0050 -.0207 .1195 .0839 .2904** 
.1488 -.0887 -.0401 .0379 .0319 -.1101 .1041 
.0297 .1209 .0597 .2224 .0411 -.1275 -0911 
.0883 .2396 .1991 .3674* .2365 .0912 .0027 
.1906 .1028 .1077 -.1255 .1535 -.0634 .1043 
.0869 .1163 .0523 -.1318 .0937 .0226 -.0420 
.0977 .0920 .1129 .0181 .1949 -.2095 .1346 
-.0290 -.0300 -.0671 -.0725 -.0492 -.0163 .0535 
-.0326 -.0061 .0125 .0551 -.0157 .1106 .0334 
Table 11 (Continued) 
Variable 1 m C n o p 
À .0887 -.0740 .0219 -.0237 .0115 .0566 
a .0902 .0151 -.2968** -.3502* -.2786** -.0544 
b .1373 .0259 .1481 .1220 .1004 .1286 
c .0351 -.0459 .0103 -.0498 .0089 .0677 
d .0155 -.1458 .0960 .0807 .12 73 .0071 
e .1057 -.1206 .0241 -.0099 -.0025 .0747 
B -.0445 .2407** .1530 .1545 .1095 .0959 
f -.0229 .0353 .3883* .4226* .3422* .1351 
g -.1323 .1152 .0452 .0254 .0034 .0858 
h .0247 .2447** -.0173 .0333 -.0008 -.0778 
i .0193 .1958 .0291 .0143 -.0436 .1113 
j -.0685 .2390 .2241 .1820 .1811 .1524 
C .1380 .1325 .1045 .0819 .0543 .1147 
k .1771 .0310 -.0507 .0568 -.1317 -.0560 
1 .0915 .1720 .2261 .1762 .1471 .2142 
m .1527 .1494 .0247 -.0180 .0249 .0518 
n .1282 .0916 .0067 .0358 -.0791 .0732 
o .0848 .0978 .1930 .1278 .1541 .1603 
D .0942 .0361 .2010 .1552 .1524 .1555 
E .0784 -.0142 .0008 -.0254 -.0540 .1052 
F .1438 .0015 .0363 .1453 .1052 -.1858 
G .0887 .0134 .0802 .0853 .1234 -.0332 
P -.1858 -.1202 -.3818* -.3132* -.3651* -.2057 
q -.0942 .0755 —.0665 .0265 -.1625 -.0023 
r .1514 .0809 .2137 .2581*=^ .0684 .1911 
s -.0628 .2515** -.1723 -.0953 -.1819 -.1204 
t -.1157 .0291 .2705** .0429 .3585* .2013 
u -.1795 -.0474 .0991 .0502 .0574 .1082 
V -.0110 .2844** .0407 .0543 .1552 -.1391 
H .1112 .0295 .0729 .0287 .2222 -.1108 
I -.1135 -.0506 -.1668 .0012 -.2175 -.1648 
J -.0853 .1776 -.2405** -.1281 -.2936** -.1257 
K -.1839 -.2341 .1641 .0804 .1179 .1916 
L .0054 -.0842 -.2403 -.0464 -.2787** -.2283 
M .1713 -.0430 .2114 .1067 .1441 .2531** 
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D E F G H I 
0738 .0502 -.2098 .1727 .0212 -.1725 
0004 .0454 -.1033 .0529 -.1275 .0825 
1094 .0488 -.1598 .1554 .0328 -.1214 
1235 .0035 -.1777 .2377 -.0255 -.1599 
0817 .1543 -.2851** .0841 .1086 -.1939 
0150 .0081 -.1505 .1257 .0558 -.2062 
0315 -.0147 .0382 .0048 -.1137 .1012 
1191 .0274 -.0775 -.0377 .1401 -.1036 
1710 -.0847 .0833 .1970 -.3229* .0523 
0310 .0525 .0007 -.0908 -.1091 .1928 
0037 -.1205 .1812 -.0322 -.0817 .1228 
1275 .0210 .0244 .0108 -.0159 .0382 
0378 .0355 -.1538 .1999 -.1000 -.0843 
0881 -.0124 -.1082 .2095 -.1819 .0083 
0250 -.0351 -.1559 .2849** -.1811 -.1021 
1034 .0435 -.1131 .0749 -.0499 -.0021 
0252 .0543 -.1353 .1957 -.0994 -.0580 
0155 .0555 -.1523 .1850 -.0182 -.1741 
2258 -.0531 -.0902 -.1465 .0388 .0597 
0852 -.0731 -.1173 .1269 -.0880 -.1583 
0019 .1093 -.0013 -.0359 .0213 .0529 
1345 .0858 .0199 .0557 .0435 -.0358 
0725 -.1555 .1758 -.0586 -.2785** .2671** 
0858 -.0041 -.1537 .0917 -.2707** .1376 
2051 -.0511 .1568 .0465 -.0375 .0282 
0592 .0172 -.2471 .0221 -.0838 -.0084 
1585 .0229 -.0750 -.1151 .1946 -.0862 
0252 .1775 -.0513 .0737 .0878 -.0728 
,1445 .0345 .0271 -.2099 .1780 .0500 
.0585 -.0750 -.0336 .0095 -.0652 .0419 
,0745 -.0877 -.0591 .2934** -.2035 -.0851 
.1234 -.1873 -.1042 .2881** -.2877** -.0093 
.0857 -.0847 -.1235 .1047 -.0368 -.1580 
.1519 .1752 -.0754 .1100 -.0915 .0705 
.1740 -.2478** .1143 .0402 -.0543 -.0459 
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Table 12. Professional development set correlated with 
program performance set 
Variable ^  A B C D E F 
A .0411 -.0026 .0088 .2229 .1312 -.0128 
a .0440 -.0071 .1454 .2732** .1927 -.0740 
b .0587 .0257 .1235 .3075** .2201 -.0535 
c .1105 .0057 .0601 .2393 .1334 -.0136 
d .0049 -.0126 -.0592 .0965 -.0118 .0320 
e .1644 .0312 -.0720 .2582** .0995 .0835 
f -.1005 —.0866 -.1087 .0270 .0455 .0102 
g -.0257 -.1088 -.0098 .1289 .1114 -.0190 
h -.0326 .0390 .0355 .2905** .1416 .0195 
i .2045 .1107 -.0833 .2103 .1818 -.0005 
j -.1225 .0174 -.1098 .0719 .0660 .0422 
B -.0028 .0700 .0797 -.0829 -.0195 .0675 
k .0082 -.0388 -.1863 -.1171 -.1024 .2531** 
1 .0427 .1502 .2197 .0589 .0014 -.2087 
m -.0552 -.0387 .0177 -.1140 .0588 .1453 
c .0498 .1290 .1778 .1834 .0670 .1509 
n -.0603 .1212 .1598 -.0026 .0075 .0852 
o -.1372 -.0242 .1858 .2487** .0641 .2159 
P .0253 .2299 .0522 .1711 .0855 .0347 
D -.1513 -.0037 .0575 -.1534 -.0080 .0641 
E .1894 -.3339* .1499 .0630 -.0184 .0749 
F -.1178 .0520 -.0531 -.0021 .1348 .1461 
G -.0524 -.0924 .1455 .0275 -.2653 -.1848 
H .2333 -.1788 -.0752 .0787 .1747 .2027 
I -.2018 .1667 .0235 -.2084 .0727 .0074 
Variable key: see letter codes attached to explication 
of variables in the chapter entitled Methodology, pp. 74-75. 
* 
.01 level of significance = .313. 
** 
.05 level of significance = .241. 
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Table 13. Perception of program importance correlated with 
total program appraisal 
Total Program Appraisal 
(Dependent Variable) 
0) 
rH 
u A g r i c u l t u r e  . 0 0 0 1  
C -rl 
(0 u 
+J (0 
o ^  4-H and Other Youth -.0006 
H 0 
c'c Home Economics .0001 
m 0 
u A 
cn 0 
2c Public Affairs .0005 
CU H 
Table 14. Intercorrelation of variables within the person-
hood development set 
Variable^ 
A XXXX 
a .6952* xxxx 
b .8298* .4657* xxxx 
c .8931* .5557* .7188* xxxx 
d .8044* .4447* .5677* .6146* xxxx 
e .9170* .6268* .6850* .7155* .7383* xxxx 
B -.3729* -.2992** -.3372* -.3445* -.2416** -.3318* 
f -.2026 -.6652* -.0384 -.1818 .0442 -.1816 
g -.2344 -.1337 -.4299* -.2095 -.0770 -.1402 
h -.3164* -.0714 -.3096** -.4360* -.1761 -.2123 
i -.2235 -.0948 -.2118 -.1195 -.4094 -.1521 
j -.3739* -.3184* -.2255 -.2620** -.2352 -.4883* 
C .6681* .4735* .5408* .5372* .5435* .5745* 
k .4493* .3887* .3280* .2915 .4004* .4973* 
1 .5856* .2727 .6458* .4628* .4631* .5522* 
m .5908* .5065* .4319* .5159* .4000* .5992* 
n .5892* .4684* .3751* .4744* .5564* .5930* 
o .6615* .4127* .5458* .5219* .5678* .6751* 
D .3097** .1908 .2139 .2482** .3391* .2958** 
E .3456* .2869** .2234 .1954 .3705* .3951* 
F .0911 .1448 .1858 .0828 -.0502 .0582 
G .3077* .1906 .2965** .2533** .1639 .3379* 
P -.1061 .0585 -.1975 -.0435 -.1118 -.1153 
q .1004 -.0002 .1357 .1665 .0494 .0278 
-.2227 -.2272 -.2088 -.1611 — 1893 -.1905 
s .0074 .0448 -.0110 -.0520 !O679 .0229 
t .0921 .0174 .0073 .1095 .0840 .1155 
.0773 .0828 .1825 -.0286 .1234 .0420 
V .0020 -.0617 -.0320 .0821 .0161 -.0529 
H .2752** .2135 .2242 .2357 .3090** .2022 
I .2919** .1953 .1790 .2317 .2550** .3297* 
J .4001* .2806** .3550* .3210* .2989** .4017* 
K -.0327 -.0888 -.0741 -.1190 .0117 .0878 
L .1880 .1554 .2572** .0909 .1516 .1687 
M -.1651 -.0093 -.3013** -.0859 -.1252 -.1535 
Variable key: see letter codes attached to explication 
of variables in the chapter entitled Methodology, pp. 74-76. 
• 
.01 level of significance = .313. 
•• 
.05 level of significance = .241. 
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B f g h i j C 
xxxx 
.5896 xxxx 
.7211* .2853** xxxx 
.8156* .2895** .5288* xxxx 
.7341* .2655** .4526* .1570 xxxx 
.8479* .5683* .4603* .5526* .5392* xxxx 
.3390* .1684 .3054** .3114** .3116** .1779 xxxx 
.3489* .1449 .3199* .3609* .2702** ,1875 ,8158* 
.2393 .2621** .2896** .1382 .1243 .1481 .8164* 
.3100** .0534 .2058 .3536* .3577 .1477 .9144* 
.3044** .0907 .3373* .2596** .3403* .1246 .8747* 
.3121** .2145 .2622** .2675** .2486** .1859 .9460* 
.2306 .2313 .0331 .2197 .1316 .2339 .4019* 
.0905 -.0910 .1131 .0398 -.2194 -.1990 .2936** 
-.0267 -.0764 -.1618 .1184 .0336 -.0722 .1186 
-.0603 -.0105 .1100 .1071 .0237 -.2313 .2756** 
-.0240 -.0710 .1230 -.1057 .0030 -.0150 -.1768 
-.2076 -.0046 -.0940 -.3113** -.1397 -.1393 -.0809 
.0720 .1218 .0472 -.0461 .0448 .1386 -.1696 
.0665 .0192 .0755 .1058 .0603 -.0163 .1016 
.0163 .0021 .0203 .0572 .0115 -.0349 .1222 
.0697 -.0246 .0593 .0969 .0589 .1243 .1115 
.0367 .0627 -.0596 -.0177 .0440 .1106 -.0156 
-.0902 -.0900 -.0078 -.0112 -.2396 -.0429 .1545 
.0462 .0141 .0713 .0284 .0395 .0243 .4104* 
-.0630 -.0156 .0176 -.0642 -.0762 -.0764 .3691* 
.1864 .1447 .2246 .1183 .1779 .0794 .1038 
-.2556** —.1666 -.1839 -.1926 -.2772** -.1644 .0352 
.1994 -.0638 .2466** .1622 .1989 .1561 -.0473 
Table 14 (Continued) 
Variable^ k 1 m n o D 
A 
a 
b 
c 
d 
e 
B 
f 
g 
h 
i 
j 
C 
k XX 
1 .6270* xxxx 
m .7023* .6088* xxxx 
n .6542* .6058* .7929* xxxx 
o .7484* .7721* .8090* .7768* xxxx 
D .3580* .2903** .3656* .2336 .4775* xxxx 
E .1993 .3128* .2207 .2152 .3222* .2148 
F .1709 .0664 .1887 .0183 .0744 -.0484 
G .1755 .1827 .3481* .1795 .2525** .1142 
P -.0470 .1900 -.1277 -.1655 -.2045 -.0181 
q -.0703 .0501 -.0882 -.0585 -.1511 -.0886 
r -.1826 -.1729 -.1225 -.0890 -.1931 -.3014** 
s .0415 .0424 .0837 .1660 .0993 -.0454 
t .1203 .0908 .1182 .0527 .1433 .1797 
u -.0024 .1699 .0136 .1862 .1230 -.1420 
V .0070 -.0732 -.0092 -.1453 .1049 .2313 
H .0340 .1695 .1632 .0167 .2109 .1539 
I .4369* .2966** .3402* .3367* .4060* .1382 
J .3730* .4175* .2794** .2789** .3286* .0730 
K .0608 .1313 .0213 .1039 .1455 .0970 
L .1140 .1282 -.0270 -.0190 .1247 .0663 
M .0930 -.2027 -.0616 -.0031 .0124 .0262 
179 
E F G p q r s 
xxxx 
-.2526 xxxx 
.0354 .5342* xxxx 
.0135 -.0412 -.0725 xxxx 
.0832 -.0893 -.0665 .2102 xxxx 
—.0109 .0417 —.1610 —.0935 .1013 xxxx 
.1586 -.2267 .0447 -.1041 -.0659 -.0774 xxxx 
-.1057 .1996 .0917 -.2345 -.2302 -.1510 -.2644 
-.0831 -.0544 -.1372 -.3280* -.3126* -.0286 .0281 
-.1693 .1809 .0223 -.0091 -.2686** -.2234 -.1956 
.0774 .2439** .0747 -.0194 -.1070 -.0705 -.1265 
.0708 .0700 .1363 .1257 .0146 -.0616 .1575 
.1477 -.0360 .1631 .2170 .2080 -.1311 .2510 
.1043 .0205 .0414 -.0193 -.1358 -.1382 .2131 
.1229 -.1628 -.0979 .0176 -.0725 -.3295* .0611 
.0411 .0030 -.0760 -.0235 .0216 .1526 -.0215 
Table 14 (Continued) 
Variable'^ t u v H I J 
A 
a 
b 
c 
d 
e 
B 
f 
g 
h 
i 
j 
c 
k 
1 
m 
n 
o 
D 
E 
F 
G 
P 
q 
s 
t xxxx 
u 0882 xxxx 
V .1062 -.1930 xxxx 
H -.0199 .1084 .3771* xxxx 
I -.0541 -.0352 -.1102 .0088 xxxx 
J -.1019 -.0428 -.2142 .0958 .6156* xxxx 
K .0043 .0547 .0700 -.0075 .3574* .1548 
L -.1145 .1143 .0723 -.0280 .1544 .1955 
M .0905 -.0762 .0353 .0162 -.1095 -.1306 
181 
K L M  
xxxx 
.0179 
-.0137 
xxxx 
-.6089* xxxx 
182 
Table 15. Intercorrelations of variables within profes­
sional development set 
Variable^ 
A xxxx B 
B .3757* xxxx C 
C .6626* .3367* xxxx D 
D -.0918 -.0003 .2291 xxxx E 
E -.1540 .0266 -.0274 .3175* XXXX F 
F -.1428 -.1083 .0255 .0924 -.1327 XXXX 
Variable key: see letter codes attached to explica­
tion of variables in the chapter entitled Methodology, 
pp. 74-76. 
* 
.01 level of significance = .313. 
.05 level of significance - .241. 
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Table 15. Personhood development set correlated with pro­
fessional development set 
Variable^ A B C D E F 
A -.0681 .0641 .0398 -.0726 -.0114 -.1768 
a -.0778 -.0377 -.0506 .0055 .0228 -.0448 
b -.0545 .1098 .0962 -.0932 -.0129 -.1657 
c -.0399 .0798 -.0068 -.1290 -.0126 -.1944 
d .0079 .0213 .0425 -.0104 .0436 -.1502 
e -.1111 .0720 .0637 -.0326 -.0511 -.1399 
B .0851 .2315 -.1249 .0464 .0257 .2314 
f .0815 .2456** -.0147 -.0006 .0683 .0790 
g .1315 .1255 -.1166 .0273 -.0353 .0014 
h .0593 .1418 -.1010 .0815 .0008 .2089 
i -.0294 .2082 -.1293 -.0256 -.0122 .2693** 
j .0797 .1897 -.0928 .0580 .0760 .2567** 
c -.0870 .2196 .0225 .0397 .0217 -.0687 
k -.1806 .1085 .0296 -.0956 .0164 -.1651 
1 -.0745 . 2188 .0511 -.0318 -.0010 -.1128 
m -.1170 .1870 .0350 -.0559 .0495 .0245 
n -.0346 .1907 -.0215 -.0444 -.0035 -.0502 
o -.0217 .2247 .0057 .0160 .0177 -.0720 
D -.1244 .1922 -.0049 -.0396 -.0687 .2072 
E .0898 .2363 -.0128 .0113 -.1991 -.2113 
F -.1234 -.2193 -.0119 .3001** .1371 .0351 
G -.1091 -.1684 .0590 .0532 —.0266 .1013 
P -.0347 .1592 .0437 -.0373 -.0993 .0780 
q -.1528 .0938 .2341 .1284 -.1791 -.0342 
r .0058 -.0385 .0756 .0948 -.0045 .1059 
s -.0678 -.0372 -.0680 -.2980** -.0685 -.1771 
t .0485 .0045 .0019 .0298 .1681 .0190 
u .1892 -.0578 -.1226 -.1375 -.0352 -.0235 
V .2020 .1039 -.1850 .0619 .1921 -.0921 
H .0719 -.0321 .1176 .1576 .1620 -.0190 
I -.5269* .1573 .0788 -.0376 -.1367 .0327 
J -.4143* .0495 .1603 —.0666 -.0476 -.1024 
K -.0685 .3078** -.1645 -.0225 -.1838 .1196 
L -.2131 .0020 .0096 -.2355 -.0249 -.1742 
M .2074 .0817 -.0652 .1647 -.0066 -.1442 
^Variable key: see letter codes attached to explication 
of variables in the chapter entitled Methodology, pp. 74-76. 
• 
.01 level of significance = .313. 
.05 level of significance = .241. 
